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ABSTRACT 

School  of  Graduate  Studies 
The  University  of  Alabama  in  Huntsville 


D^ree:  Master  of  Science  CoUege/Department:  Engineering  Management 

Name  of  Candidate:  Stephen  K.  Blake 

Title:  Organizational  Structure  Analysis:  Space  and  Missile  Defense  Command  -  Sensors 
Directorate 

Organizational  performance  at  status  quo  is  not  a  typical  goal  set  by  organizations.  It  is 
just  the  "harmonic  frequency"  to  which  all  organizations  will  tend  to  migrate.  This  is  the  comfort 
zone  for  employers  and  employees.  There  are  no  innovations  or  creativity,  no  thinking  outside  of 
the  box.  Everything  has  become  second  nature  and  occurs  in  every  organization  that  becomes 
complacent.  Why  make  things  dilficult  and  change? 

Through  the  responses  from  a  survey  instrument,  this  capstone  project  assesses  an  Army 
organization  and  defines  the  current  organizational  structure,  the  advantages  and  disadvantages  of 
the  structure,  and  recommends  opportunities  for  improvement  based  on  contemporary 
management  theories  and  practices.  It  is  the  fear  of  obsolescence  that  should  motivate 
organizations  to  continually  improve.  Competition  for  funding  is  driving  the  Sensors  Directorate 
to  take  a  serious  look  at  the  way  they  do  business. 

It  takes  conviction  from  management  to  ask,  "What  are  we  doing  and  how  can  we 
improve?"  and  even  more  to  learn  from  the  response.  This  project  will  provide  the  Sensors 
Directorate  with  a  baseline  for  which  they  can  measure  change  for  the  future. 

Abstract  Approval:  Committee  Chan- 

Department  Chan- 
Graduate  Dean 
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CHAPTER  ONE 


PROBLEM  STATEMENT 


Introduction 

Structure  is  the  fundamental  element  of  any  organization.  It  constitutes  the  skeleton  for 
combining  the  other  four  organizational  elements:  purpose,  techmques,  people,  and  information 
(Shrode  and  Voich,  1974).  From  an  organizational  design  standpoint,  structure  is  perhaps  the 
central  and  most  important  element,  and  accordingly  it  plays  a  major  role  in  the  achievement  of 
organizational  effectiveness.  Whereas  traditional  rigidity  and  formality  have  characterized  the 
structure  of  organizations  in  the  past,  the  systems  philosophy  of  management  stresses  the 
importance  of  flexibility  and  temporality  in  structuring  modem  organizations. 

This  project  is  the  result  of  a  two  fold  agenda  from  the  senior  management  of  the  Sensors 
Directorate  (SD),  Space  and  Missile  Defense  Command  (SMDC),  Department  of  the  Army.  First, 
is  the  commanding  general's,  SMDC,  quest  for  the  Army  Process  Improvement  Criteria  (APIC) 
award.  The  APIC  award  is  the  Army  equivalent  to  the  Malcolm  Baldrige  National  Quality 
award.  To  be  competitive  an  organization  must  be  able  to  show  improvement  over  a  period  of 
time,  and  therefore  must  have  a  baseline  from  which  to  measure.  Second,  Sensors  Directorate  is 
currently  facing  a  reduction  in  the  funding  stream  and  increased  competition  for  those  funds. 
Reassessment  of  their  business  practices  is  necessary  to  become  more  efficient  and  more  effective 
for  the  clients.  Also,  as  in  most  government  agencies,  the  current  organization  structure  seems 
bureaucratic  in  nature  and  is  structured  with  many  levels  of  management.  Sensors  Directorate 
competes  with  private  contractors  and  other  government  agencies  for  funding.  The  particular 
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specialties  offered  by  Sensors  Directorate  are  duplicated  in  the  Air  Force  and  Navy  and  mirrored 
in  private  industiy. 

In  today's  Department  of  Defense  (DoD),  funding  is  ever  shrinking.  Therefore,  what  was 
once  a  guaranteed  fat  and  wide  funding  stream  is  now  evaporating  and  leaving  little  money  for 
which  many  government  agencies/organizations  and  private  industry  compete.  Private  industry 
prides  itself  on  being  able  to  do  things  faster,  better,  and  cheaper  than  the  government.  Private 
industry  (outsourcing)  poses  a  clear  and  present  threat  to  government  agencies  that  cannot  keep 
up  with  technology,  deliver  on  time  and  within  budget,  and  deliver  what  the  end  user  needs.  The 
government  is  widely  viewed  as  hugely  bureaucratic,  overly  staffed,  incompetent,  terribly 
inefficient,  and  most  of  all  expensive.  More  than  ever  today's  government  organizations  must 
trim  the  fat  and  become  lean,  efficient  and  effective  organizations  to  remain  viable. 

Purpose  of  Study 

The  study  of  the  Sensors  Directorate's  organizational  structure  will  reveal  the  following. 
First,  the  stu^  will  determine  the  Sensors  Directorate’s  current  organization  structure  and  the 
advantages  and  disadvantages  of  that  system.  Throug)t  research,  other  organization  structures 
will  be  identified  and  the  potential  benefit  for  the  Sensor's  Directorate  in  using  various  structures. 
Second,  APIC  specific  criteria  items  and  how  the  current  organization  structure  affects  each  will 
be  addressed.  And  finally,  recommoidations  on  better  organization  practices  to  reach  the  full 
potential  of  the  employees  of  the  Sensors  Directorate  will  be  cited. 

Due  to  the  highly  competitive  business  environment  in  which  this  directorate  competes, 
theory  dictates  that  the  organization  be  lean,  flat,  flexible  and  responsive  to  the  changing 
requirements  of  the  customer  (Mintzberg,  1979).  If  this  agency  cannot  meet  the  demands  of  the 
customer,  then  by  definition  the  customer  has  other  avenues  by  which  requirements  can  be  filled. 
Here  in  lies  the  dilemma.  Dictated  by  congress  military  organizations  are  very  structured  to 
ensure  strict  adherence  to  the  chain  of  command.  The  common  military  phrase,  "Soldiers  follow 
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orders  or  people  die"  probably  does  not  hold  as  much  truth  in  non-combat  arenas  as  it  had  several 
decades  ago.  The  Research  and  Design  theater  is  an  area  where  creativity  rather  than  control 
should  flourish  (Bums  and  Stalker,  1961).  The  Sensors  Directorate  falls  within  the  research  area 
and  therefore  should  be  organized  to  foster  creativity,  to  sharing  of  information,  and  for  a  bias  for 
action. 

Oi^anization  Background 

The  Sensors  Directorate  develops,  tests,  and  tracks  high  technology  for  space  and  missile 
defense  weapon  systems.  Work  and  funding  are  received  from  outside  Program  Executive 
Offices  (PEOs)  in  charge  of  large  weapon  systems.  Other  Army  functional  requirements  are 
imposed  on  the  directorate  from  the  vertical  chain  of  command.  However,  the  PEO  offices 
remain  the  largest  source  for  funding.  For  this  reason,  the  Sensors  Directorate  must  become  more 
efficient  as  the  global  economy  prescribes  competition  in  their  high  technology  theater. 

The  directorate  employs  just  over  100  employees,  of  which,  around  35  are  matrixed  to 
the  PEO  offices.  Although  these  employees  affect  the  Sensors  Directorate’s  manning  document, 
they  do  not  provide  effort  toward  obtaining  the  directorate’s  mission.  The  70  ‘core’  employees 
are  grouped  into  6  directorates  of  various  functions.  The  organization  structure  is  currently  very 
function  oriented  with  little  emphasis  on  teamwork. 
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CHAPTER  TWO 


REVIEW  OF  THE  LITERATURE 


Influential  Theory 

Scientific  Management 

Identified  as  one  of  the  most  revolutionary  management  styles  of  all-time,  Fredrick  W. 
Taylor's  Scientific  Management  took  center  stage  around  the  turn  of  the  20*  century.  Under  the 
old-style  of  management,  production  efficiency  depended  entirely  on  the  "initiative"  of  the 
workforce  (Taylor,  1947).  It  was  common  belief  among  the  workforce,  primarily  due  to  the 
belief  that  they  would  work  themselves  out  of  a  job  that  highly  efficient  work  was  not  in  the  best 
interest  of  the  workers.  Conversely,  scientific  management  obtained  the  worker's  initiative  to  a 
greater  extent  than  what  was  possible  under  old  management  styles.  Management  assumed  new 
responsibilities  like,  collecting  the  body  of  knowledge  of  traditional  tasks,  processing  them  into 
rules,  regulations,  and  directives  for  the  workers  to  follow  during  daily  work  routines.  Scientific 
management  can  be  summarized  by  (Taylor,  1947): 

•  Development  of  the  body  of  knowledge  through  time  studies,  observation,  flow¬ 
charting,  and  experiments  ultimately  devising  the  "One  Best  Way" 

•  Scientific  selection  of  workers  to  fit  the  job  and  then  training  that  worker  to  perform 
the  job/task  in  the  "One  Best  Way" 

•  Provide  incentives  to  encourage  the  acceptance  of  the  new  ways 

•  Management/workers  now  have  joint  responsibility 

Although  scientific  management  brought  about  huge  benefits  for  industry  as  a  whole, 
there  were  drawbacks  realized  in  the  years  following.  Because  this  management  style  focused  on 
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the  division  of  labor  to  the  point  of  extreme  specialization,  workers  were  dissatisfied  with  their 
jobs.  As  much  as  90%  of  the  workers,  according  to  some  studies,  were  dissatisfied  because  Jobs 
were  broken  down  to  simple,  repetitive  tasks  which  were  no  longer  challenging  the  worker 
(Walker  and  Guest,  1952). 

Rational  Model 

The  rational  model  takes  rationality  and  applies  it  unabatedly  to  business  management. 
Business  where  environments  change,  situations  evolve,  and  employees/clients  come  and  go,  is 
an  area  full  of  uncertainty  and  variety.  To  be  rational  in  its  simplest  definition  is  to  look  at 
everything  in  black  or  white,  right  or  wrong,  yes  or  no... never  maybe,  or  possibly. 

Peters  and  Waterman  in  the  book  In  Search  of  Excellence  described  the  traditional 
management  approach  as  rational  (1982).  They  explained  that  the  problem  with  today's 
management  practices  in  American  companies  was  the  use  of  the  rational  model.  The  companies 
th^  found  to  be  excellent  did  not  employ  this  management  philosophy. 

Peters  and  Waterman  described  the  rational  model  as; 

1.  Bigger  is  always  better  because  of  economies  of  scale.  When  in  doubt,  consolidate; 
eliminate  overlap,  duplication  and  waste.  As  growth  is  realized,  ensure  everything  is 
carefully  and  formally  coordinated. 

2.  Low-cost  producers  are  the  only  guaranteed  winners.  Customer  utility  functions  lead 
them  to  focus  on  the  cost  of  the  final  analysis.  Survivors  always  make  it  cheaper. 

3.  Analyze  everything.  Market  research,  discounted  cash  flow,  and  good  budgeting  are 
the  k^  to  circumventing  dumb  decision-making. 

4.  Eliminate  those  that  think  outside  the  box.  The  business  has  a  plan  should  be 
followed  in  detail. 

5.  Decision-making  is  management's  job.  (Call  the  shots  and  don't  worry  about  the 
back  end  -  implementation  and  execution). 
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6.  Control  everything.  Part  of  making  the  right  decisions  is  knowing  everything  there  is 
to  know  about  the  situation.  A  manager's  job  is  to  maintain  order  through  control. 

7.  Employees  will  produce  if  they  see  something  in  it  for  them.  Get  the  incentives  right 
and  the  productivity  will  follow.  Over-reward  the  top  performers,  and  weed  out  the 
40  percent  who  don't  want  to  work. 

8.  Inspection  ensures  quality.  By  eliminating  the  bad  products,  the  customer  will  see 
only  the  good.  Control  is  the  key. 

9.  Business  is  a  business  is  a  business.  All  businesses  can  be  broken  down  into  their 
simplest  form;  a  financial  statement.  If  a  person  can  read  and  understand  the 
numbers,  he  can  manage  it,  regardless  of  the  nature  of  the  business. 

10.  Growth  is  paramount.  To  survive,  all  businesses  must  grow  taking  advantage  of  any 
and  all  opportunities. 

11.  Top  management  knows  all.  The  business  knows  what  the  market  wants  better  than 
the  market  itself  Keep  the  production  numbers  up. 

Furthermore,  Peters  and  Waterman  determined  that  the  Ration  Model  (1982): 

•  did  not  embrace  the  customer 

•  did  not  treat  the  average  person  as  a  hero 

•  did  not  give  employees  opportunity  to  comment 

•  did  not  feel  Quality  Process  Control  is  better  than  inspecting  out  bad  quality  after  the 
process 

•  did  not  overspend  on  customer  service  and  quality. 

By  today's  standards,  the  Rational  Model  tends  to  be  negative  by  1)  missing  the  product 
or  process  perspective  (mostly  number  crunchers  driving  corporations),  2)  discounting 
experimentation,  creativity,  and  learning  from  failures,  3)  over  analyzing  and  following  the 
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analysis  blindly,  4)  relying  on  giant  innovation  leap  in  product  development,  and  5)  over¬ 
emphasizing  the  cost  side  of  the  economic  equation. 

Organizations  that  place  more  emphasis  on  the  bottom  line  numbers  than  on  the  people 
responsible  for  the  production  or  the  end  user  of  their  efforts  will  eventually  fall  away  (Peters  and 
Waterman,  1982).  There  are  aspects,  in  moderation,  of  the  Rational  Model  that  are  powerful 
tools  for  business.  However,  for  an  organization  to  blindly  follow  the  cold,  hard  economic  side, 
without  regard  to  the  human  side,  is  a  fatalistic  approach. 

Peters  and  Waterman  defined  eight  attributes  of  highly  successful  organizations  in  their 
book,  In  Search  of  Excellence.  These  attributes  set  apart  the  excellent  and  most  innovative 
companies  from  the  other  more  traditionally  managed  companies  studied  (1982). 

A  Bias  for  Action  -  This  is  an  organization’s  tendency  to  act.  Excellent  organizations 
adopt  this  tendency  through  ad  hoc  task  forces,  small  groups,  informal  communications, 
experimentation  or  risk-taking,  and  temporary  structures.  These  groups  are  not  stifled  with 
excessive  procedures  or  rules.  The  idea  is  to  be  creative,  committed,  and  effective. 
Organizations  learn  fi’om  experience  and  can  utilize  information  gathered  through  both  success 
and  failure  to  improve  the  chance  of  success  in  the  future  (Peters  and  Waterman,  1982). 

Autonomy  and  Entrepreneurship  -  Peters  and  Waterman  highlight  this  as  “...perhaps  the 
most  important  element,”  (Peters  and  Waterman,  1982).  As  organizations  grow,  they  tend  to 
become  more  bureaucratic.  The  excellent  companies  remember  what  spurred  the  growth  and 
embrace  it.  As  the  excellent  organizations  grew,  they  spun  off  fully  autonomous  new 
organizations.  The  new,  smaller  organizations  continued  on  as  a  separate  entity  designed  around 
numerous  interdisciplinary  teams  structured  as  an  adhocracy.  This  provides  the  flexibility  for  the 
new  as  well  as  the  parent  organization  to  conduct  business  as  their  product  markets  dictate. 

Stick  to  the  Knitting  -  This  suggests  as  companies  grow,  they  should  grow  into  markets 
or  areas  they  understand  (Peters  and  Waterman,  1982).  For  organizations  to  be  successful  during 
years  of  growth,  it  is  important  that  they  maintain  the  integrity  of  the  core  knowledge.  Peters  and 
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Waterman  contend  the  worst  performing  companies  diversify  into  areas  where  they  have  no 
expertise. 

Simple  Form,  Lean  Staff  -  The  excellent  companies  of  the  study  did  not  have  grossly 
complex  ambiguous  matrix  structures  and  exorbitant  staffs  (Peters  and  Waterman,  1982).  Instead 
they  were  found  to  have  a  very  stable  basic  structure,  which  actually  facilitates  flexibility. 
Because  the  basic  structure  is  clear  and  maintained,  flexibility  around  the  basic  structure  is 
allowed  and  encouraged.  Although  the  basic  structure  changes  very  little,  the  excellent 
companies  were  seen  to  be  constantly  reorganizing  around  the  edges  as  required  for  peak 
effectiveness.  This  was  resultant  of  the  dynamic  markets,  which  they  serve. 

Because  the  employees  have  all  internalized  and  committed  themselves  to  the  corporate 
vision  and  culture,  the  few  middle  managers  have  very  large  spans  of  control.  The  employees  are 
trusted  fully  and  given  flexibility  to  pursue  their  work  in  the  best  way  to  benefit  the  compai^. 
This  use  of  trust  and  flexibility  requires  less  direct  supervision  (Peters  and  Waterman,  1982). 

Simultaneous  Loose-Tight  Properties  -  The  most  effective  organizations  exhibit  both 
loose  and  tight  traits.  Peters  and  Waterman  found  (1982,  pg  320): 

...clubby,  campus-like  environments,  flexible  organizational  structures  (hiving  off  new 
divisions,  regular  reOTganizations),  volunteer,  zealous  project  champions,  maximized 
autonomy  for  individuals,  teams  and  divisions,  regular  and  extensive  experimentation, 
positive  reinforcement,  (such  as  quickly  introducing  new  products  on  a  prototype  basis), 
and  strcmg  social  networks  and  a  spirit  of  camaraderie.  All  of  these  traits  focus  on  the 
positive,  the  excitement  of  trying  fliings  out  in  a  slightly  disorderly  (loose)  flishion. 

At  the  same  time,  these  companies  displayed  remarkably  tight  culturally  driven  set  of 

principles  that  enabled  them  to  remain  on  target.  Most  excellent  companies  had  rigidly  shared 

values.  Their  culture  embraced  an  action  orientation,  regular  informal  communication  sessions, 

quick  feedback,  and  quality  and  service  goals  (Peters  and  Waterman,  1982).  These  organizations 

maintain  control  through  the  embodiment  of  the  underlying  values  and  culture  to  which  all 

employees  are  fully  committed.  These  values  and  principles  prescribe  to  each  employee  then- 

required  contribution.  The  autonomy  becomes  a  product  of  the  employees’  discipline.  The 
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discipline  of  shared  values  and  principles  provides  the  framework.  The  framework  gives  people 
confidence  derived  from  the  stability  of  what  is  expected.  Quality,  innovativeness,  informality, 
customer  service,  and  people  are  the  basic  cultural  values  adhocracies  embrace  and  are  the 
guiding  framework  for  their  employees’  actions  and  decisions  (Peters  and  Waterman,  1982). 

Bureaucracy 

Max  Weber,  the  famous  German  sociologist,  conceived  organizations  as  social  structures 
defined  by  a  hierarchy  of  authority,  division  of  labor,  and  formal  rules  and  regulations  (Weber, 
1947).  The  organizational  hierarchy  reflects  the  distribution  of  authority  among  the 
organizational  positions.  And,  authority  grants  the  position  holder  certain  rights  over  those  that 
reside  below  that  position.  This  is  legitimate  power,  meaning  that  the  authority  belongs  to  the 
position  and  not  the  person  holding  the  position. 

Authority  empowers  position  holders  to  influence,  via  downward  communication  and 
direction,  those  who  are  responsible  to  them.  The  hierarchy  also  defines  the  reporting 
relationships  through  which  management  expects  to  receive  upward  information  flow.  As  each 
position  in  the  organization  is  made  subordinate  to  another,  authority  and  vertical  communication 
combine  to  permit  senior  nianagement  to  gather  information,  determine  the  course  of  action,  and 
then  to  direct,  control,  and  demand  high  performance  by  all  individuals  at  lower  levels  in  the 
organization  (Hatch,  1997). 

Just  as  the  hierarchy  describes  the  distribution  of  authority,  the  division  of  labor  concept 
describes  the  distribution  of  responsibilities/tasks.  The  division  of  labor  breaks  down  a  task  to  its 
simplest  functions  and  spreads  the  responsibility  to  several  specialized  individuals.  It  is  the  job  of 
individuals  to  be  efficient  at  their  particular  task  to  ensure  a  combined  sound  process.  In  1776  a 
Scottish  economist,  Adam  Smith,  observed  an  extreme  example  of  division  of  labor  in  a  pin 
making  shop  (Smith,  1957); 

One  man  draws  out  the  wire,  another  straightens  it,  a  third  cuts  it,  a  fourth  points 

it,  a  fifth  grinds  it  at  the  top  for  receiving  the  head;  to  make  the  head  requires  two 
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or  three  distinct  operations;  to  put  it  on  is  a  peculiar  business,  to  whiten  the  pins 
is  another;  it  is  even  a  trade  by  itself  to  put  them  into  the  paper;  and  the  important 
business  of  making  a  pin  is,  in  this  manner,  divided  into  about  eighteen  distinct 
operations. 

When  Weber  developed  this  idea  of  bureaucracy  he  was  focused  on  providing  an 
alternative  to  the  common  practices  of  his  time.  There  were  many  abuses  by  owners  and 
managers  toward  workers.  His  ideal  bureaucracy  would  transform  average  workers  into  rational 
decision-makers  able  to  serve  with  impartiality  and  extreme  efficiency  (Weber,  1947).  The 
Bureaucratic  form  promised  predictability  in  decision-making,  merit-based  selection  and 
promotion,  and  the  impersonal  application  of  rules.  This  is  a  far  cry  from  today's  perception  of 
bureaucratic  organizations  (slow,  red  tape,  uncaring,  numbers-oriented,  etc.).  Listed  below  are 
the  characteristics  Weber  had  in  mind  when  developing  his  ideal  bureaucracy  (Weber,  1947). 

•  A  fixed  division  of  labor 

•  A  clearly  defined  hierarchy  of  offices,  each  with  its  own  sphere  of  competence 

•  Candidates  for  office  selected  on  the  basis  of  technical  qualifications,  appointed 
rather  than  elected 

•  Officials  remunerated  by  fixed  salaries 

•  A  full  time  office  holder  whose  career  is  the  management  of  the  or^nization 

•  Promotion  according  to  seniority  or  achievement,  dependent  upon  the  judgment  of 
superiors 

•  Official  work  sq)arated  from  ownership 

•  A  set  of  general  rules  governing  the  performance  of  offices,  strict  discipline  and 
control  in  the  conduct  of  the  office 

Since  Weber's  time  we  have  realized  that  bureaucracies  tend  to  over-rationalize  decision¬ 
making  to  the  point  that  it  becomes  an  unthinking  process  or  procedure  with  no  human  ^notional 
involvement  (Peters  and  Waterman,  1982). 
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There  are  several  situations  in  which  the  bureaucracy  is  not  the  appropriate  approach. 
Due  to  the  size  of  small  organizations,  the  formalization  of  bureaucracy  is  not  suitable  to  their 
growth  and  cause  (Mintzberg,  1979).  Non-routine  functions  and  unstable  environments  also 
undermine  the  effectiveness  of  a  bureaucratic  organization.  The  bureaucracy  cannot 
accommodate  change  because  the  control  devices  require  time  to  alter.  Policies  must  be  rewritten 
when  they  become  out-dated,  rules  must  be  refocused,  and  the  changes  must  be  transferred  to  the 
lower-level  employees  through  the  chain  of  command  (Weber,  1947). 

Through  the  discussion  above,  it  becomes  apparent  that  the  bureaucracy  is  not  an 
efficient  system  for  an  organization  in  a  highly  competitive  environment  (Bums  and  Stalker, 
1961). 


Employee  Motivation 

Frederick  Herzberg  studied  a  multi-disciplined  group  across  several  different 
organizations.  He  determined  that  the  opposite  of  job  satisfaction  is  not  job  dissatisfaction,  but 
rather,  no  job  satisfaction  (1968).  Two  different  needs  of  man  are  involved  with  Herzberg  s 
theory  of  employee  motivation.  The  first  revolves  around  the  fact  that  man  has  basic,  biological 
needs.  The  other  set  of  needs  relates  to  the  ability  to  achieve,  and  through  achievement, 
experiencing  psychological  growth.  Herzberg  identified,  through  these  studies,  a  composite  of 
factors  that  repeatedly  provoked  employee  dissatisfaction-avoidance  and  growth  or  motivation. 
He  called  these  factors  his  hygiene  factors  and  motivation  factors. 

Herzberg  identified  his  motivational  factors  as  achievement,  recognition,  the  actual  work, 
responsibility,  advancement,  and  professional  growth.  His  hygiene  factors  include  company 
policy  and  administration,  supervision,  interpersonal  relationships,  working  conditions,  salary, 
status,  and  security. 

Herzberg  hygiene  factors  cannot  lead  to  employee  motivation,  only  to  the  lack  of  job 
dissatisfaction.  If  an  employee  is  lacking  any  of  these  hygiene  factors,  they  will  realize  job 
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dissatisfaction.  Employers,  according  to  Herzberg,  can  only  motivate  employees  through  the  use 
of  the  aforementioned  motivational  factors  (1968).  Satisfaction  comes  from  experiencing  the 
motivators  within  the  framework  of  the  job. 

Definition  of  Operating  Environments 

There  are  many  factors  that  play  into  the  development  of  a  successful  management 
technique.  One  of  which  sometimes  goes  without  notice  is  the  operating  environment.  As  Tom 
Bums  and  G.M  Stalker  discovered  in  their  study  of  20  industrial  organizations,  the  operating 
environment  whether  stable,  changing,  or  innovative  dictates  to  an  organization  the  management 
style  it  should  employ  (1961). 

A  stable  environment  can  be  characterized  by  the  following: 

•  The  demand  for  an  organization's  product  is  stable  and  predictable. 

•  There  is  an  unchanging,  stable  set  of  competitors. 

•  Technological  innovation  and  new-product  development  are  evolutionary  rather  than 
revolutionaiy,  in  that  required  product  changes  can  be  predicted  well  in  advance  and 
the  required  modifications  made  at  a  leisurely  pace. 

•  Government  policies  regarding  regulation  of  the  industry  and  taxation  are  stable  and 
change  little  over  time. 

Bums  and  Stalker  go  on  to  suggest  from  their  study  that  stable  environments  as  described 
above  were  best  suited  for  companies  with  centralized  decision-making,  a  policy  and  regulation 
driven  control  network  to  govern  production,  and  highly  efficient,  specialized  division  of  labor 
throughout  the  organization.  Coordination  was  achieved  through  strict  adherence  to  the  chain  of 
command  (1961). 

A  changing  environment  can  be  characterized  by  the  following: 

•  Demand  for  the  organization's  product/service  fluctuates  but  can  still  be  predicted 
with  some  accuracy  several  years  in  advance. 
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•  Competitors  enter  and  leave  the  industry,  but  although  these  changes  can  affect  the 
firm's  demand,  the  effects  are  usually  not  drastic. 

•  Technological  innovation  and  new-product  development  proceeds  in  an  orderly, 
sequential  fashion,  with  required  changes  well  understood  a  year  or  more  in  advance. 

•  Government  policies  regarding  regulation  and  taxation  are  changing,  but  these 
changes  can  be  generally  predicted  well  in  advance  and  planned  for. 

Organizations  operating  with  this  environment  avoided  strictly  defining  job  roles,  leaving 
employees  to  decide  what  their  own  roles  were  to  support  the  organization's  goals  (Bums  and 
Stalker,  1961).  Through  their  self-defined  contributions,  employees  saw  themselves  supporting 
not  only  their  responsibilities,  but  participating  in  the  achievement  of  the  overall  organization's 
tasks.  Controls  were  realized  through  committee  meetings  and  therefore  not  much  reliance  on  the 
formal  chain  of  command. 

An  innovative  environment  can  be  characterized  by  the  following: 

•  Demand  for  the  organization's  product  or  service  can  change  dramatically,  sometimes 
overnight,  as  competitors  introduce  radically  improved  products. 

•  Sudden,  unexpected  changes  occur  in  the  nature  of  the  organization's  competitors. 

•  There  is  an  extremely  rapid  rate  of  technological  innovation  and  new-product 
development.  Or^nizations  in  innovative  environments  usually  rely  heavily  on 
research  and  development  for  their  survival. 

•  Government  policies  regarding  regulation  and  taxation  are  evolving  quickly,  trying  to 
keep  pace  with  the  stream  of  new,  more  technologically  advanced  products. 

The  firms  that  operated  in  this  type  of  competitive  environment  were  found  to  completely 
avoid  defining  exactly  what  each  employee  would  do  (Bums  and  Stalker,  1961).  By  doing  so, 
these  firms  benefited  fi-om  the  employees'  talents,  as  they  were  willing  to  share  them.  This 
offered  more  flexibility  in  the  firms'  capacity  of  servicing  exactly  what  the  customer  needed. 


wanted,  or  expected.  Employees  tended  to  rally  around  common  points  of  interest,  like  the 
company's  beliefs  and  goals.  This  trust  in  the  employees  gives  the  company  the  capacity  to  react 
quickly  and  unbureaucratically  to  the  changing  requirements  of  its  customers  and  the  overall 
market/environment.  The  control  mechanism  was  the  free  communication  used  by  employees 
and  management  to  solve  constant  influx  of  problems/opportunities. 

The  stable  environment  as  described  in  this  study  was  found  to  support  the  mechanistic 
management  system  as  described  by  Bums  and  Stalker.  And  the  freer  form,  organic  management 
system  is  required  for  innovative/technology-based  organizations  to  remain  competitive,  flexible, 
and  quickly  reactive  to  the  changing  environment  in  which  they  operate. 

Mechanistic/Organic 

Tom  Bums  and  G.M.  Stalker  first  described  two  forms  of  management  as  mechanistic 
and  organic.  Each  is  characterized  by  completely  opposite  ideals  and  represents  different 
environments  for  which  they  will  flourish.  First,  the  mechanistic  management  system  can  be 
defined  by  (1961): 

1 .  a  close  adherence  to  the  chain  of  command 

2.  a  functional  division  of  work,  through  which  the  problems  and  tasks  facing  the 
concern  as  a  whole  are  broken  down 

3 .  the  highly  specialized  nature  of  each  task 

4.  the  use  of  the  formal  hierarchy  for  coordination 

5.  detailed  job  descriptions  that  provide  a  precise  definition  of  rights,  obligations,  and 
technical  methods  for  performing  each  job 

6.  a  tendency  for  interaction  between  employees  to  be  vertical;  i.e.  between  superior 
and  subordinate 

7.  a  tendency  for  operations  and  working  behavior  to  be  governed  by  the  instructions 
and  decisions  issued  by  superiors. 


22 


The  traits  of  a  mechanistic  system  are  very  prominent  in  the  bureaucracy  described  by 
Weber  (Bums  and  Stalker,  1961).  And  both  are  indicative  of  most  governmental  agencies. 
While  private  sector  companies  strive  to  obtain  and  then  maintain  leadership  in  their  respective 
markets  in  the  spirit  of  competition,  most  government  agencies  rely  on  rules  and  regulations, 
congressional  directives,  and  public  support  (all  of  which  are  slow,  evolving  control  mechanisms) 
to  dictate  their  management  system.  Due  to  the  public  perception  of  enormous  amounts  of  red 
tape,  the  government  has  become  the  cornerstone  example  of  a  bureaucracy. 

There  are,  however,  agencies  that  deal  with  revolutionary  technology  in  a  market  of 
shrinking  budgets  and  growing  competitors.  These  agencies  would  benefit  from  what  Bums  and 
Stalker  identified  as  an  organic  management  system.  An  organic  organization  can  be  defined  as 
(1961): 

•  very  little  preoccupation  with  the  chain  of  command 

•  a  more  realistic,  divisional-type  division  of  work 

•  less  rigid  definition  of  job  duties;  removes  .the  barriers  from  employees  and 
encourages  their  participation  regardless  of  their  primary  responsibilities 

•  a  less  structured  network  of  communication,  less  formal  communication 

•  lateral  rather  than  vertical  communication  and  an  emphasis  on  consultation  rather 
than  command;  communication  generally  consists  of  information  and  advice  rather 
than  instructions  and  decisions 

•  a  pervasive  commitment  to  the  organization's  task  that  motivates  employees  to 
maintain  self-control  (as  opposed  to  having  performance  controlled  solely  through  a 
system  of  rewards  and  penalties,  as  is  often  the  case  in  mechanistic  organizations). 

As  indicated  before,  the  organic  structure  will  be  more  response  to  the  customer  needs, 
quicker  to  react  to  market  conditions,  and  more  flexible  to  intemal/extonal  influences  than  the 
mechanistic  structuring  system. 
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Organization  and  Coordination 

There  are  three  elements  that  must  be  present  to  define  an  organization  (Bernard,  1938): 

•  People  must  be  able  to  communicate  with  each  other  (Communication) 

•  There  must  exist  people  who  are  willing  to  contribute  (Willingness  to  Serve) 

•  There  must  be  a  common  goal/purpose  for  which  people  are  contributing  (Common 
Purpose) 

The  key  to  effectiveness  and  efficiency  is  to  form  a  group  of  willing  and  capable  people, 
aligned  by  a  common  purpose  with  the  capacity  to  communicate  and  share  information.  These 
three  ideas  in  concert  determine  the  overall  effectiveness  of  an  organization  to  achieve  the 
common  goal. 

Structure  is  the  fundamental  element  of  any  organization.  It  constitutes  the  skeleton  for 
combining  the  other  organizational  elements:  purpose,  technique,  people,  and  communication. 
The  way  an  organization  is  structured  plays  a  very  important  role  in  how  effective  its  members 
can  be.  Traditionally,  rigidity  and  formality  characterized  the  structure  of  organizations, 
however,  modem  systems  philosophy  stresses  flexibility  in  designing  organization  structures 
(Shrode  and  Voich,  1974  ). 

Newer,  more  flexible  type  organizations  have  been  labeled  adaptive-organic  by  Warren 
Bennis,  as  opposed  to  the  more  mechanistic  type  organization  structure  represented  by  the 
traditional  bureaucracy  (1966).  This  characterization  reflects  the  viable,  dynamic  nature  of  an 
organization,  which,  like  any  living  thing,  must  adapt  to  its  ever-changing  environment.  Ralph 
Hower  and  Jay  Lorsch  contrasted  the  various  characteristics  of  organic  and  mechanistic 
organizations  (1967). 
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Index  of  Organizational  Characteristics 

Adaptive-Organic 

Mechanistic- 

Bureaucratic 

Number  of  levels  of  authority 

Few 

Many 

Position-based  authority 

Low 

High 

Knowledge-based  authority 

High 

Low 

Span  of  Control 

Wide 

Narrow 

Ration  of  administrative  to  production 
personnel 

High 

Low 

Degree  of  Centralization  in  decision  making 

Low 

High 

Specificity  of  goals 

Low 

High 

Specificity  of  activities 

Low 

High 

Range  of  skill  levels 

Narrow 

Wide 

Table  2.1  -  Comparison  of  organic  and  mechanistic  relative  to  the  organizational  characteristic. 


Functional  Departmentation 

The  functional  form  creates  positions  on  the  basis  of  specialized  activities  (i.e. 
Marketing,  Legal,  Engineering,  Comptroller,  etc.).  These  activities  are  then  grouped  around  the 
elemental  functions  that  the  organization  must  accomplish.  Figure  2-1  displays  a  typical 
functionally  aligned  organization.  The  functional  form  can  potentially  become  very  tall 
depending  on  the  specialization  and  division  of  labor. 

Obviously,  there  are  advantages  to  aligning  along  corporate  functions.  It  is  rational  to 
organize  around  basic  functions  and  therefore  the  functional  form  is  simple,  straightforward,  and 
a  logical  way  to  organize.  Most  functional  organizations  have  single  large  groups  such  as  Sales, 
Finance,  and  Legal  that  serve  the  entire  organization  and  all  its  products  or  services.  These  large 
functional  groups  become  more  efficient  as  they  realize  economies  of  scale  (from  doing  the  same 
job  repetitively).  And  because  functions  are  consolidated  into  functional  groups,  there  tends  to  be 
less  duplication  of  effort.  Managers  manage  specialized  functions,  and  therefore  the  individuals 
can  progress  up  the  chain  from  within  their  functional  channel.  Because  functional  managers 
only  need  information  pertaining  to  their  function,  senior  management  can  exercise  tighter 
control  over  the  activities  of  the  functional  managers  (Dessler,  1995). 
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Figure  2.1  -  Typical  functionally  aligned  organization  chart. 

Where  there  are  advantages,  there  are  disadvantages  as  well.  Because  the  organization  is 
broken  into  functions,  the  president  is  the  only  common  "boss"  of  every  function  and,  therefore, 
is  solely  responsible  for  performance.  In  the  case  of  a  small  organization,  this  may  not  be  a 
burden.  However,  as  the  organization  grows  and  diversifies  the  task  of  coordination  may  prove 
too  great  for  one  person  to  effectively  perform.  What  was  an  advantage  in  one  light  (efficient 
functional  managers  grown  from  within)  can  also  be  considered  a  disadvantage.  These  functional 
managers  do  not  have  the  expertise  or  breadth  of  experience  to  move  into  senior  management  and 
therefore  realize  a  ceiling  and  force  the  organization  to  look  outside  for  capable  leadership.  The 
table  below  summarizes  the  advantages  and  disadvantages  (Dessler,  1995). 
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Advantages  Disadvantages 

Managers  are  functionally  specialized  and  Responsibility  for  overall  performance  lies 

therefore  more  efficient  with  CEO  alone 

Less  duplication  of  effort  Can  overburden  CEO 

Increased  returns  to  scale  Reduces  the  attention  paid  to  specific  products, 

Training  is  simplified  customers,  markets,  or  ar^s 

Simple  and  proven  over  time  Results  in  functionally  specialized  managers 

Facilitates  tight  control  by  CEO _ rather  than  "general*'  managers _ 

Table  2.2  -  Advantages  and  disadvantages  of  the  Functional  Form. 


Matrix  Departmentation 

With  the  matrix  departmentation,  a  group  of  product  or  project  teams  are  superimposed 
onto  a  functional  structure  (Dessler,  1995).  The  typical  matrix  organization  chart  is  displayed  in 
Figure  2.2.  Each  project/product  office  has  a  manager  in  charge  of  that  particular  project.  The 
project  managers  have  the  authority  and  the  resources  to  complete  the  project  or  product  that  they 
manage.  A  multidisciplinary  project  team  is  temporarily  formed  by  assigning  personnel  fi'om  the 
functional  chain  until  the  project  is  complete.  Upon  the  completion  of  the  project  the  team 
members  return  to  their  functional  departments  for  reassignment. 

This  organizational  form  has  many  advantages  and  disadvantages  associated  with  it. 
First,  it  ensures  a  self-contained  group  can  devote  all  its  efforts  to  the  project;  while  the  entire 
organization  is  not  required  to  permanently  organize  around  what  are  temporary  projects. 
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Figure  2.2  -  Typical  Matrix  structural  form. 

Second,  management  avoids  establishing  multiple  functional  departments  for  each  of  many 
projects  and,  therefore,  duplication  of  effort  is  minimized  (Dessler,  1995). 

Matrix  organizations  have  proven  to  be  very  successful.  However  they  are  subject  to  a 
number  of  potential  problems  that  can  lead  to  failure  (Dessler,  1995): 

•  Power  struggles  and  conflict.  Because  authority  tends  to  be  ambiguous  in  the  matrix 
organization,  the  project  managers  and  fiinctional  departments  can  potentially 
disagree  on  a  number  of  issues  -  allocation  of  resources,  personnel  issues,  and 
organizational  priorities. 

•  Time  consuming.  Matrix  organizations  result  in  more  intragroup  meetings  for 
coordination  purposes  and  therefore  often  seem  indecisive  and  time  consuming. 

•  Multiple  supervisors.  Employees  assigned  to  a  project  team  essentially  have  two 
supervisors.  One  that  is  charged  with  completing  a  temporary  project  through  the 
efforts  of  the  employee.  And  another  that  pays  their  salary,  provides  performance 
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evaluations,  and  maintains  their  training  status.  Employees  in  this  situation  may 
experience  loyalty  issues. 

•  Over  tasking  employees.  It  is  quite  probable  that  employees  will  serve  multiple 
project  teams  at  the  same  time.  Again,  the  employee  may  experience  loyalty  issues 
as  well  as  less  efficient  work  for  each  project. 

•  Excessive  overhead.  Administrative  costs  tend  to  rise  due  to  the  hiring  of  extra 
managers  and  secretarial  help. 

•  Collapse  during  economic  crunch.  This  structure  flourishes  during  times  of 
economic  boom  and  withers  during  recession.  This  is  attributed  to  senior 
management  cutting  superfluous  costs  -  which  could  be  attributed  to  the  extra 
meeting  and  staffing  in  the  project  management  chain. 

Communication 

Organizational  communication  deals  with  the  effectiveness  that  an  organization 
exchanges  ideas  and  information  (Dossier,  1995).  It  can  take  on  many  forms,  such  as  written 
policies,  procedures,  and  guides,  and  oral  communication.  Some  organizations  formalize  their 
communication  while  others  are  more  informal  and  less  structured. 

Even  though  organizations  may  have  policies  in  place  to  assist  in  the  control  of 
information  flow,  it  is  the  organization  structure  that  dictates  the  effectiveness  of  the 
communication  among  employees  (Dessler,  1995).  The  organization  structure  serves  as  a  filter 
for  pertinent  communication.  It  restricts  messaging  to  proper  channels  to  ensure  the  amount  of 
communication  does  not  become  distracting.  On  the  other  hand,  this  has  lead  to  a  serious 
problem  in  most  organizations  -  the  restricting  of  communication  to  formal  channels.  Dessler 
states,  “Restricting  communication  to  formally  acceptable  channels  can  lead  to  a  lack  of 
responsiveness  (1995,  pg  198).”  To  ensure  the  organization  remains  responsive  it  must  use 
effective  informal  channels  to  exchange  information. 
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Peters  and  Waterman  found  that  in  the  excellent,  iimovative  companies  success  was  a 
byproduct  of  rich,  informal  communication  (1982,  pg  122): 

The  astonishing  byproduct  is  the  ability  to  have  your  cake  and  eat  it,  too;  that  is  rich 

informal  communication  leads  to  more  action,  more  experiments,  more  learning,  and 

simultaneously  to  the  ability  to  stay  better  in  touch  and  on  top  of  things. 

Peters  and  Waterman  go  on  to  identify  that  the  sheer  volume  and  intensity  of 
communication  in  the  excellent  companies  are  incredible,  and  are  vastly  informal.  In  addition, 
they  describe  several  ways  to  encourage  effective  informal  communication  (1982). 

•  Communication  systems  are  informal.  For  example,  nametags  with  just  the  first 
name  for  everyone  in  the  organization,  lunchrooms  with  plenty  of  white  boards  to 
promote  spontaneous  brainstorming  sessions,  a  campus-like  setting  where  individuals 
of  several  different  disciplines  gather  to  discuss  issues,  all  contribute  to  an  informal 
information  flow. 

•  Communication  intensity  is  extraordinary.  Meetings  at  the  more  successful 
companies  are  viewed  as  an  open  confrontation  of  ideas.  No  one  holds  back 
regardless  of  their  status  in  the  company.  Everyone’s  input  is  valued  and  more 
importantly,  expected. 

•  Communication  is  given  physical  support.  The  more  effective  companies  have  white 
boards  and  open  offices  to  facilitate  and  encourage  frequent,  informal  discussions. 
An  open  floor  plan  instead  of  closed  offices  fosters  openness  and  communication 
from  the  top  down.  Most  importantly,  managers  are  strongly  encouraged  to  get  out 
among  the  troops  and  communicate  both  inside  and  outside  their  respective 
departments. 

Walking  about  the  excellent  companies  of  Peters  and  Waterman’s  study,  evidence  would 
be  found  of  informal  groups  from  differing  disciplines  casually  discussing  problems  and 
opportunities  for  improvement  (1982).  These  companies  actually  use  the  intense  communications 
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as  a  control  mechanism.  Rather  than  formalize  it  to  control  the  employees,  companies  promote 
constant  and  informal  communication  to  facilitate  the  information  flow.  Peters  and  Waterman 
found  that  the  sharing  of  information  to  everyone  ensured  that  these  companies  never  strayed 
from  their  course. 

Centralization/Decentral  ization 

A  centralized  organization  structure  allows  a  single  person  or  office  to  control  the 
decision  making  power;  while  on  the  other  hand,  the  decentralization  corresponds  to  the 
institutionalization  of  delegating  (Mintzberg,  1979).  Centralization  is  the  most  comprehensive 
means  of  coordinating  decision  making  for  any  organization.  All  decisions  are  processed  through 
one  person  or  office  and  then  implemented  through  direct  supervision.  Centralization  serves  2 
functions.  It  can  provide  a  control  mechanism  for  the  top  managers.  Those  holding  the  highest 
level  of  responsibility  can  make  all  decisions.  Secondly,  centralization  can  allow  a  very 
efficiently  run  organization  because  there  is  only  one  office  performing  specific  tasks.  Hence, 
duplication  of  effort  is  minimized.  The  inherent  problem  with  this  mentality  is  the  one  person 
can  only  absorb  so  much  information  before  their  mental  capacity  is  overloaded  (Driver  and 
Streufert,  1969).  At  that  point  the  manager  and  organization  would  have  been  better  off  leaving 
the  decision  making  power  with  multiple  persons  with  the  time  and  capacity  to  make  a  wise 
decision.  Excessive  centralization  requires  employees  with  the  expertise  and  knowledge  of  the 
situation  to  refer  decisions  up  to  managers  far  removed  from  the  day-to-day  reality  (Jay,  1970). 

The  idea  of  caitralization  and  decentralization  should  not  be  viewed  as  two  extremes,  but 
rather  the  endpoints  of  a  continuum  (Mintzberg,  1979).  Mintzberg  goes  on  to  describe  several 
types  of  decentralization  and  their  effects  on  an  organization  (1979). 

•  Vertical  and  Horizontal  Centralization.  Decisional  power  resides  with  one 
individual,  the  manager  at  the  top.  This  manager  retains  both  informal  and  formal 
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power  making  decisions  himself/herself  and  then  implements  through  direct 
supervision. 

•  Selective  Horizontal  Decentralization.  Typically  bureaucratic  organizations 
employing  vastly  unskilled  labor  and  relying  on  standardization  of  work  practices  for 
coordination  are  found  embracing  this  concept.  The  technostructure,  used  to 
standardize  work  through  policy  development,  among  other  means,  is  provided  with 
informal  power  to  assist  in  controlling  the  operators  through  standardization.  The 
formal  power  remains  in  the  hands  of  senior  management. 

•  Limited  Vertical  Decentralization  (Parallel).  Mostly  found  in  divisionally  aligned 
organizations  where  the  division  managers  are  delegated  formal  power  to  make 
decisions  relating  to  their  particular  market. 

•  Selective  Vertical  and  Horizontal  Decentralization.  Teams  become  evident  at  this 
state.  Formal  power  is  delegated  to  the  middle  line  and  depending  on  the  technicality 
of  the  problem  experts  advise  or  form  teams  to  produce  a  group  decision. 

•  Vertical  and  Horizontal  Decentralization.  Decision  making  power  resides  primarily 
with  the  organization’s  workforce.  The  organization  surrenders  informal  power  to 
the  schools  and  professional  societies  that  dictate  the  standards  of  practice  to  the 
highly  trained  and  professional  workforce. 

Integrating  Principle 

Rensis  Likert  studied  many  organizations  and  determined  there  are  essentially  two 
patterns  of  behavior  when  communicating  -  person-to-person  pattern  and  group  pattern  (1961). 
The  person-to-person  pattern  encourages  subordinates  to  filter  competitive  information  when  in 
the  presence  of  peers.  Therefore,  the  peer  group  does  not  benefit  from  free-flowing 
communication  and  idea  sharing.  This  practice  fosters  competition  among  organization  factions 
that  can  actually  be  detrimental  to  the  overall  organization  effectiveness. 


32 


The  group  pattern  fosters  strong  motivation  to  communicate  fully  and  accurately  as 
everyone  is  evaluated  on  the  overall  performance  of  the  group,  not  the  individual  (1961).  This 
practice  realizes  the  benefit  that  the  group  can  sell  an  idea  to  an  employer  better  than  the 
individual.  Finally,  Likert  identified  that  employees  working  under  this  practice  are  more 
motivated  to  assist  peers  when  necessary.  These  team  members  directly  relate  their  efforts  and 
successes  as  the  team’s.  In  other  words,  the  success  of  the  team  is  more  important  than  the 
individual’s  temporary  workload. 

Oi^anizational  Design 

Henry  Mintzberg  goes  into  great  detail  describing  the  rationale  that  management  should 
employ  when  determining  how  an  organization  is  to  be  grouped.  He  defines  grouping  as  "...a 
fundamental  means  to  coordinate  work  in  the  organization  (Mintzberg,  1979)."  Through  this 
statement  Mintzberg  is  opening  the  door  for  any  designer  to  organize  around  the  fundamental 
processes  that  drive  the  organization's  productivity. 

Mintzberg  contends  that  most  organizations  can  be  classified  by  five  basic 
configurations;  simple  structure,  machine  bureaucracy,  professional  bureaucracy,  divisional,  and 
adhocracy  (Mintzberg,  1979).  He  further  states  that  hybrids  and  other  forms  probably  exist, 
however,  "...there  are  times  when  we  need  to  caricature  or  stereotype  reality  in  order  to  sharpen 
differences  and  so  to  better  understand  it."  Therefore,  the  use  of  the  basic  structures  can  vastly 
improve  the  capacity  to  understand  and  analyze  an  organization. 

Every  structure  type  is  comprised  of  five  parts  and  the  role  each  part  plays  determines 
which  structural  form  is  proper  for  the  situation.  The  parts  as  Mintzberg  saw  them  are  Strategic 
Apex,  Technostructure,  Support  Staff,  Middle  Line,  and  Operating  Core  (OC). 

Senior  management  leads  from  the  Strategic  Apex  with  the  long-term  vision  in  broad 
view.  They  are  responsible  for  establishing  the  corporate  culture  and  providing  a  working 
environment  conducive  to  obtaining  the  goals  set  by  the  organization.  Middle  Line  management 
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provides  the  day-to-day  direction  for  the  organization  and  acts  as  the  OC’s  conduit  and  interface 
with  the  Strategic  Apex.  Their  core  function  is  to  provide  full  support  for  the  OC,  insuring  they 


Figure  23  -  The  basic  parts  of  an  organization  described  by  Mintzberg. 

have  everything  they  require  to  accomplish  the  organization’s  goals.  The  Operating  Core  is  the 
workforce  of  the  organization.  They  carry  all  the  knowledge,  expertise,  and  capability  to  achieve 
the  organization’s  goals.  The  Technostructure  (i.e.  Personnel,  Strategic  Planning,  etc)  provides 
guidance  to  the  OC  in  the  form  of  corporate  policies,  procedures,  and  standards.  Finally,  the 
Support  Staff  accomplishes  all  the  day-to-day  operations/paperwork  in  support  of  the  Operating 
Core,  freeing  them  to  focus  on  the  core  productive  tasks  in  which  they  are  experts.  The  support 
staff  consists  of  offices  such  as  Payroll,  Legal,  Mailroom  Services,  and  Information  Technology 
services. 
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In  short,  the  Strategic  Apex  has  an  obligation  to  mold  the  support  structure  of  an 
organization  (Technostructure,  Support  Staff  functions,  and  Middle  Line  Management)  relative  to 
the  business  environment  around  the  operating  core  so  that  it  can  focus  on  optimum  performance 
in  pursuit  of  the  organization’s  goals. 

Simple  Structure 

The  simple  structure  is  anything  the  creators  want  it  to  be.  It  suffices  for  only  the 
smallest  of  organizations  where  coordination  and  communication  are  accomplished  with  ease 
through  very  open  channels.  Typically,  the  organization  is  small  with  few  participants  (beginning 
businesses).  The  key  element  is  the  strong  controlling  mechanisms  instilled  by  the 
entrepreneur/manager  insuring  sole  control  over  all  major  decisions  (Mintzberg,  1979).  The 
senior  manager’s  ability  to  directly  supervise  everyone  makes  this  structure  a  very  organic  form. 
Grouping  is  typically  on  a  loose  functional  basis,  if  required  at  all.  Figure  2.4  provides  an 
example  of  a  simple  structure.  The  operating  core  reports  directly  to  the  strategic  apex  with  no 
middle  line  and  very  little  support  staff.  This  allows  the  communication  to  flow  very  easily  and 
without  any  intrusion.  This  also  allows  the  organization  to  remain  flexible  to  respond  to  any 
customer  wishes  or  environment  changes  (i.e.  new  competition,  new  technology,  new  customers, 
etc.). 

This  structure  lends  itself  to  the  thousands  of  young  microscopic  businesses  in  practice 
today  with  few  employees  and  a  dynamic  environment.  Simple  structure  based  companies 
typically  demonstrate  a  strong  sense  of  mission  or  corporate  vision  as  their  strongest  trait. 


Figure  2.4  -  Example  of  a  Simple  Structure. 


Total  coordination  and  communication  is  the  control  mechanism  of  strength  is  this 
organization  form.  The  structure  is  flat  with  few  to  no  levels  of  management  between  the  owner 
and  the  workers.  This  characteristic  keeps  the  organization  flexible  and  capable  of  reacting  to 
changes  in  the  business  environment. 


Machine  Bureaucracy  (MB) 

This  is  the  structure  that  Max  Weber  had  in  mind  when  first  describing  a  structure  with 
standardized  responsibilities,  qualifications,  communication  channels,  and  work  rules  in 
conjunction  with  a  clearly  defined  hierarchy  of  authority.  Mintzberg  described  the  basic  structure 
as  follows  (Mintzberg,  1979,  pg  315): 


. .  .highly  specialized,  routine  operating  tasks,  very  formalized  procedures  in  the  operating 
core,  a  proliferation  of  rules,  regulations,  and  formalized  communication  throughout  the 
organization,  large  sized  units  at  the  operating  level,  reliance  on  the  fundamental  basis  for 
grouping  tasks,  relatively  centraliz^  power  for  decision  making,  and  an  elaborate 
administrative  structure  with  a  sharp  distinction  between  line  and  staff. 

The  operating  core  performs  highly  repetitive  and  simple  tasks,  requiring  a  minimal 

amount  of  skill  or  effort.  This  leads  to  a  sharp  division  of  labor  with  narrowly  defined  jobs  and 

an  emphasis  on  standardization  of  work  processes.  Therefore,  the  pursuit  of  efficiency  drives 

formalization  of  work  behavior  as  the  key  design  element.  Due  to  the  potential  lack  of 
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Figure  2.5  -  The  Machine  Bureaucracy  diagram. 


motivation  from  the  employees  realized  in  part  from  the  repetitive  work,  the  first-line  supervisors 
are  not  charged  with  coordinating  work.  Rather,  they  must  provide  direct  supervision  to  ensure 
the  work  is  actually  getting  done  (Mintzberg,  1979). 

The  Technostructure  surfaces  as  the  key  element  in  making  this  structure  viable.  Because 
this  structure  relies  on  the  standardization  of  work  practices  for  coordination  purposes,  the 
Technostructure  is  charged  with  providing  the  control  mechanisms  for  the  operating  core.  Formal 
authority  and  power  follows  the  chain  of  command  of  which  the  technocratic  staff  merely 
advises.  However,  this  group  enjoys  a  substantial  amount  of  informal  power  due  to  their  highly 
influential  participation  on  the  standardization  of  work  processes,  (Mintzberg,  1979).  It  is  at  the 
expense  of  the  first  line  managers’  coordination  capacity  that  the  technostructure  benefits.  The 
institutionalization  of  formal  work  practices  detracts  from  and  actually  deters  the  front  line 
manager  from  leading  the  operating  core  toward  the  organization’s  goals.  The  technostructure 
covers  every  possible  scenario  in  the  highly  predictable  operating  oivironment  through 
publications,  standards,  and  training  regiments. 
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This  standardization  removes  much  of  the  expertise  required  of  middle  line  in  an  effort  to 
lead,  however,  three  primary  tasks  remain.  First,  the  middle  line  is  charged  with  alleviating  the 
inevitable  conflicts  that  arise  among  the  highly  specialized  workforce  of  the  operating  core. 
Because  of  the  extensive  standardization,  informal  communication  and  conflict  defaults  to  the 
formal  chain  for  resolution  (Mintzberg,  1979).  Many  times  the  resolution  of  a  simple  process 
dispute  on  the  line  can  lag  as  it  is  funneled  up  the  formal  ladder  rather  than  quick  solution 
delegated  to  the  local  level.  Secondly,  the  middle  line  ensures  the  policy  and  standardized 
practices  designed  by  the  technocratic  staff  find  their  way  into  everyday  life.  Finally,  they 
perform  the  role  of  liaison  between  the  operating  core  and  all  other  functions  within  the 
organization.  These  tasks  limit  the  amount  of  superfluous  time  on  the  hands  of  the  middle  line. 
Therefore,  these  managers  tend  to  supervise  fewer  individuals  within  their  specialty  and  that  leads 
to  a  thiimer  front  line  and  taller  organization  altogether.  A  taller  organization  structure  leads  to  a 
longer  formal  communication  and  coordination  chain.  This  leads  to  less  flexibility  and  slower 
reaction  to  external  forces. 

The  main  condition  pushing  organizations  toward  machine  bureaucracies  is  a  stable  and 
simple  operating  environment  (Mintzberg,  1979).  The  focus  is  on  a  small  product  line  with 
minimally  changing  demand  for  those  products.  The  near  and  longer  term  outlook  is  highly 
predictable  with  infrequent  changes  in  technology  or  competition.  It  is  not  conducive  to  highly 
volatile  environments  where  uncertainty  is  typically  the  only  certain  parameter. 

Professional  Bureaucracy  (PB) 

Several  organizations  are  bureaucratic  without  being  highly  centralized  in  nature 
(Mintzberg,  1979).  In  this  type  of  organization  -  universities,  hospitals,  and  engineering  firms  - 
work  is  stable,  therefore  work  processes  can  be  standardized  to  improve  efBciaticy.  However  the 
work  is,  at  the  same  time,  complex  so  the  operator  must  provide  the  control  in  order  to 
accomplish  tasks.  The  Processional  Bureaucracy  relies  a  great  deal  on  the  operating  core  to 


produce  through  the  use  of  their  expertise  and  skills.  In  a  sense,  the  professionalism  and 
specialized  training  of  the  operating  core  drives  the  necessary  coordination  to  be  effective.  The 
professionals  must  work  independently  of  their  colleagues  and  very  closely  with  the 
clients/customer  and,  therefore,  have  considerable  control  over  their  own  work  (Mintzberg, 
1979). 

As  evidenced  by  the  name,  this  form  is  still  bureaucratic  in  nature.  The  difference 
between  the  Professional  and  Machine  Bureaucracies  is  the  nature  of  coordination.  In  a  Machine 
Bureaucracy  the  technostructure  accomplishes  control  through  the  design  and  implementation  of 
standards  developed  within  the  organization.  Standards  of  the  Professional  Bureaucracy  are 
largely  developed  outside  the  organization  through  professional  societies.  These  societies 
develop  universal  standards  that  govern  common  practices.  Due  to  this  reason,  the 
Technostructure  in  a  Professional  Bureaucracy  is  very  small.  The  Machine  Bureaucracy  relies  on 
the  authority  from  the  hierarchy  or  power  of  office,  where  as  the  Professional  Bureaucracy 
emphasizes  the  authority  of  profession  or  the  power  of  expertise  (Mintzberg,  1979). 


Figure  2.6 —Professional  Bureaucracy  diagram. 

This  structure  tends  to  be  very  democratic  which  is  appropriate  given  the  professional 
workers  in  the  Operating  Core.  With  democracy  comes  a  certain  amount  of  autonomy,  which 
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from  a  worker  standpoint,  leads  to  greater  job  satisfaction.  The  professional  workforce  will  tend 
to  be  more  motivated  and  highly  responsible,  dedicated  to  their  work  and  their  customers. 

As  with  any  structure  type,  the  Professional  Bureaucracy  has  drawbacks  stemming  from 
the  same  reason  the  organization  realizes  a  highly  motivated  workforce,  the  democratic  focus 
(Mintzberg,  1979).  There  are  no  organizational  controls  beyond  those  instilled  from  the 
profession.  For  example,  coordination  between  the  Operating  Core  and  the  administrative  staff 
has  a  tendency  to  breakdown.  The  professionals  feel  th^  should  be  able  to  direct  the 
administrative  staff  while  the  vertical  chain  and  the  Apex  are  the  true  authority.  The  staff  is 
caught  between  two  pulling  powers,  typically  in  the  opposite  direction.  Many  problems  arise  due 
to  the  non-integration  of  the  Operating  Core.  The  Operating  Core  functions  as  a  unit  only  to  draw 
from  common  resources.  Beyond  that  th^  are  not  concerned  with  their  peers.  Finally,  the 
Operating  Core  has  a  problem  dealing  with  the  development  of  new  technologies  or  innovation. 
The  idea  of  innovation  promotes  corroboration  on  the  part  of  many  individuals  across  many 
disciplines.  It  has  been  established  that  the  professional  core  tends  to  not  work  well  with  peers 
from  differing  disciplines;  therefore,  the  innovative  process  is  stifled. 

Like  the  Machine  Bureaucraqr,  the  Professional  Bureaucracy  lacks  flexibility.  It  is  well 
suited  to  produce  standardized  output,  but  far  from  optimum  if  the  goals  is  an  innovation 
provoking  structure  (Mintzberg,  1979). 

Divisional  Form 

The  divisionalized  form  differs  from  the  other  forms  in  one  important  aspect.  A  direct 
line  cannot  be  drawn  from  the  Strategic  Apex  all  the  way  to  the  Operating  Core.  It  more 
resembles  multiple  complete  and  self-contained  organizations  overlaid  onto  a  master  structure.  In 
short,  each  division  has  its  own  structure.  The  basic  concept  is  to  group  the  divisions  by 
customer  or  product  line  at  the  Middle  Line  level  of  the  organization  (Mintzberg,  1979).  By 
segmenting  each  target  market  into  its  own  “quasi-autonomous”  entity,  the  organization  avoids 
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the  requirement  of  inter-divisional  coordination.  A  typical  divisional  organization  structure 
(Figure  2.7)  has  redundant  functions  horizontally,  each  one  supporting  its  own  vertical  chain. 
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Figure  IJl  -  Typical  organization  chart  for  a  Divisional  Form. 

The  obvious  question  is,  “How  can  the  organization  remain  viable,  if  each  division  has 
everything  it  needs  to  perform  on  its  own?”  Designed  into  this  form  are  control  mechanisms  so 
the  Strategic  Apex  maintains  over-all  control  of  the  organization,  while  releasing  enough  power 
to  each  division  so  that  it  may  perform  autonomously  in  pursuit  of  its  particular  market.  This  is 
accomplished  through  the  particular  performance  control  system  of  each  division  (Mintzberg, 
1979).  Headquarters  monitors  the  divisions'  progress  through  a  series  of  quantitative  metrics  in 
the  form  of  sales  reports,  profit  margins,  growth  relative  to  market,  return  on  investment,  etc. 
These  metrics  offer  a  way  to  normalize  outputs  fi-om  the  many  different  divisions  and  compare  on 
a  one  to  one  basis.  More  to  the  point,  the  primary  coordinating  function  in  this  form  is  the 
standardization  of  outputs,  and  the  key  design  parameter  is  the  performance  control  system. 

Other  control  mechanisms  the  Strategic  Apex  maintains  include  according  to  Mintzberg 

(1979): 
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•  headquarters  manages  the  strategic  portfolio 

•  headquarters  allocates  all  resources 

•  headquarters  appoints  and  replaces  the  managers  of  each  division 

•  headquarters  monitors  divisional  behavior  on  a  personal  basis 

•  headquarters  provides  certain  support  services  common  to  all  divisions. 

All  these  factors  ensure  each  division’s  compliance,  with  the  policies  developed  and 
implemented  by  the  Strategic  Apex. 

The  environment  in  which  this  form  flourishes  is  similar  to  the  Machine  Bureaucracy, 
stable  and  low-tech  environment.  In  fact,  the  Machine  Bureaucracy  is  the  form  of  choice  for  each 
division,  because  the  particular  market  in  which  the  division  competes  is  typically  stable  and  less 
complex  than  the  parent  organization  (Mintzberg,  1979). 

There  are  many  advantages  to  this  form  over  the  other  four.  The  following  table  identifies  a  few 
as  well  as  some  disadvantages  (McCann  and  Galbraith,  1981). 


_ Advantages _ 

Recognizes  sources  of  interdepartmental 
interdependencies 

Fosters  an  orientation  toward  overall  outcomes 
and  toward  clients 

Allows  diversification  and  expansion  of  skills 
and  training 

Insures  accountability  by  divisional  managers 
and  so  promotes  delegation  of  authority  and 
responsibility 

Heightens  departmental  cohesion  and 
involvement  in  work 

Allows  headquarters  to  allocate  resources  to 
the  division  with  the  strongest  market 

Diversifies  risk 


_ Disadvantages _ 

May  use  skills  and  resources  inefficiently 
(duplication  of  effort) 

Limits  career  advancement  by  specialists  to 
movements  out  of  their  departments/divisions 
Impedes  specialists’  exposure  to  others  within 
the  same  specialties 

Puts  multiple  role  demands  upon  people  and  so 
creates  stress 

May  promote  divisional  objectives  as  opposed 
to  overall  organizational  objectives 
This  form  does  not  work  effectively  outside  of 
the  private  sector 


Table  2.3  —  Advantages  and  disadvantages  of  the  Divisional  Form. 


Adhocracy 

Mintzberg  explains  it  best  in  this  statement  (1979,  pg  432): 

The  simple  stracture  can  certainly  iimovate,  but  only  in  a  relatively  simple  way.  Both  the 
machine  and  professional  bureaucracies  are  performance,  not  problem-solving, 
structures.  Th^  are  designed  to  perfect  standard  programs,  not  to  invent  new  ones.  And 
while  the  divisionalized  form  resolves  the  problem  of  strategic  flexibility  in  the  machine 
bureaucracy,...  it,  too,  is  not  truly  innovative.  A  focus  on  control  by  standardizing 
outputs  does  not  encourage  innovation. 

Instead,  innovation  requires  a  completely  different  approach  to  organizing.  The  structure 
must  be  able  to  bring  experts  from  different  backgrounds  and  disciplines  and  coalesce  them  into 
“smoothly  functioning  ad  hoc  project  teams,”  (Mintzberg,  1979). 

The  concept  of  the  adhocracy  is  an  organic,  free-flowing  structure,  one  with  very  little 
formalization  of  behavior;  a  tendency  to  group  specialists  in  functional  units  for  record-keeping 
but  to  deploy  them  in  small,  market-based  project  teams  to  accomplish  work;  and  a  reliance  on 
mutual  adjustment  and  liaisons  to  maintain  coordination  among  the  teams  (Mintzberg,  1979). 
Innovation  by  definition  is  a  leap  from  the  established.  Therefore,  adhocracies  cannot  rely  on 
standardization  for  coordination,  nor  a  high  level  of  formalized  behavior,  nor  on  formal  planning 
and  rigid  control  mechanisms.  Instead,  this  structure  must  be  programmed  for  spontaneity. 

In  the  adhocracy,  it  is  important  to  ensure  continual  intermingling  of  highly  specialized 
individuals.  Through  this  practice,  the  professionals  crossbreed  their  skills  and  the  creation  of 
technical  breakthroughs  or  innovation  is  imminent  (Mintzberg,  1979).  The  standardized 
coordinating  practices  of  the  other  structures  would  stifle  the  sharing  of  information  and,  in  turn, 
make  it  cumbersome  for  innovation  to  propagate.  The  adhocracy  avoids  this  pitfall  by 
minimizing  the  importance  of  the  traditional  structural  elements  like  chain  of  command,  and 
substitutes  them  with  an  organization  designed  around  small,  market/project-based  teams  and  an 
organic  system  of  free-flowing  communication.  The  adhocracy  relies  on  the  pervasive  company 
culture  to  facilitate  tight  coordination.  This  culture  embraces  the  fundamental  philosophy  and 
values  of  the  organization  and  to  which  all  employees  have  committed  themselves  professionally. 
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Mintzberg  distinguishes  between  two  different  adhocracies,  operating  and  administrative. 
The  operating  adhocracy  focuses  on  creating  a  solution  for  the  client  through  synergetic, 
multidisciplinary  teams.  This  is  where  the  operating  adhocracy  resembles  the  professional 
bureaucracy.  However,  they  differ  vastly  in  that  the  professional  bureaucracy  attempts  to 
pigeonhole  the  problem  into  known  parameters  to  which  a  standard  solution  applies.  The 
adhocracy,  on  the  other  hand,  practices  divergent  thinking  to  create  an  innovative  solution  unique 
to  the  client’s  problem  (Mintzberg,  1979). 

A  distinguishing  feature  of  the  operating  adhocracy  is  the  convergence  of  the 
administrative  and  operating  work  into  a  single  effort.  It  is  difficult  to  differentiate  the  planning 
from  the  execution  of  work,  because  both  require  the  same  specialized  skills.  As  a  result  the 
middle  line,  operating  core,  and  support  staff  functions  all  reside  on  the  same  project  team 
(Mintzberg,  1979). 

The  administrative  adhocracy  strays  from  the  operating  adhocracy  drastically,  in  that 
there  is  a  great  distinction  between  the  administrative  and  operating  functions  (Mintzberg,  1979). 
It  is  still  based  in  teams,  however,  the  operating  core  is  often  cut  away  from  the  remainder  of  the 
organization. 

Management  of  adhocracies  differs  from  that  of  the  other  types  of  structures.  In  the 
adhocracy  the  line  managers  need  to  provide  little  if  any  direct  supervision,  rather  they  participate 
on  project  teams  as  the  coordination  element  between  teams  (Mintzberg,  1979).  In  this  case  they 
act  more  as  peers  than  as  supervisors  and  their  influence  derives  from  their  expertise  and 
interpersonal  skills  rather  than  from  formal  position  and  authority. 

The  adhocracy  is  management’s  response  to  a  dynamic  and  complex  operating 
environment  (Mintzberg,  1979).  A  rapidly  changing,  complex  environment,  such  as  one  in  which 
an  organization  dealing  in  high  technologies  would  operate,  calls  for  an  organic  structure  and 
decentralized  form.  The  sum  of  the  two  environmental  components  is  only  satisfied  with  the 
employment  of  an  adhocracy. 
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Organizational  Example 

Team-based  government  organization 

Mr.  Paul  Lahoud  granted  a  telephone  interview  through  which  he  described  the  Corps  of 
Engineers  (COE)  Special  Purpose  Office.  The  organization  employs  roughly  600  personnel  and 
primarily  concerns  itself  with  projects  that  do  not  fit  into  one  of  the  38  district  offices.  The 
organization  was  established  30  years  ago  to  support  the  building  of  the  national  missile  defense. 
As  time  passed,  the  organization  grew  and  took  on  more  functions.  At  first,  the  projects  were 
large  and  stable.  And  as  the  organization  grew,  they  began  to  assume  smaller  projects  with  more 
requirements.  The  organization  realized  that  the  business  environment  had  changed,  however, 
the  organization  was  still  rigidly  structured  around  the  initial  mission,  values,  and  culture  under 
which  it  was  established.  As  it  became  clear  the  organization  served  itself  ahead  of  the  customer, 
the  COE  embraced  the  idea  of  change. 

The  COE  understood  they  needed  a  structure  that  allowed  fast,  flexible  teams  to  form  and 
then  reshape  as  requirements  dictated.  Ultimately,  the  organization  adopted  a  matrix  form,  which 
enabled  quick  reacting  horizontal  teams  to  draff  personnel  from  the  functional  chain  as  needed. 
This  change  required  a  complete  overhaul  of  their  culture  and  started  with  the  commander’s 
complete  commitment. 

It  started  with  the  senior  management’s  public  display  of  commitment  to  the  new  focus. 
The  organization  adopted  the  Malcolm  Baldrige  National  Quality  Award  topics  as  a  business 
model  to  guide  them  through  establishing  a  new  structure.  The  COE  altered  the  employee 
appraisal  process  to  include  a  peer  evaluation  segment.  This  offered  a  complete  look  at  an 
individual’s  focus  and  effectiveness  from  a  peer  (team  member),  customer,  and  supervisor  point 
of  view.  Finally,  the  COE  established  metrics  that  actually  measured  performance  in  lieu  of  the 
downward  directed  measurements  that  really  did  not  evaluate  continuous  improvement. 

During  the  transition,  the  COE  realized  a  few  restrictions  that  impeded  the  change 
process.  First,  the  functional  employees  felt  threatened  due  to  the  new  evaluation  process.  For 
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years,  these  employees  have  held  expectations  derived  from  functional  (vertical)  processes  and 
performance.  The  new  team-based  evaluation  process  monitors  loyalty  to  a  different  process  and 
the  employees  did  not  truly  accept  this  new  evaluation  procedure  at  first.  The  COE  realized 
severe  resistance  at  this  point,  which  the  organization  quelled  with  training  and  education. 
Second,  because  change  does  not  occur  quickly,  there  was  concern  about  the  priority  change 
when  the  military  commander  left  after  his  tour  of  duty.  This  is  a  problem  all  government 
organizations  face  due  to  personnel  requirements.  After  COE  embraced  the  idea  that  the  change 
was  a  long-term  event,  thq^  were  able  to  focus  on  continuous  commitment  and  this  provided  the 
leverage  to  transition  to  their  current  commander  merging  his  priorities  with  those  of  the  long¬ 
term  organization  vision. 

Absolute  necessities  outlined  by  Mr.  Lahoud  for  a  successful  b^inning  include:  1) 
Senior  management  commitment.  Without  their  unbiased  support  and  commitment,  the  effort  will 
fail.  2)  Employee  and  organizational  evaluations  must  reflect  the  organization  values.  This 
provides  extra  incentive  for  employees  to  embrace  the  change.  3)  The  award/reward  system  must 
affirm  the  organizational  values.  Again,  the  reward  system  is  another  avenue  through  which  the 
organization  can  communicate  what  is  important. 

Army  Process  Improvement  Criteria  (APIC)  Introduction 

The  Malcolm  Baldrige  National  Quality  Award  Criteria  for  Performance  Excellence 

criteria  form  the  basis  for  the  Army  Performance  Improvement  Criteria  (APIC).  The  APIC 
rewords  the  Criteria  to  fit  the  unique  nature  of  the  Am^'  Mission.  It  uses  the  applicable  business 
principles  embedded  in  the  Criteria  to  continuously  improve  the  Army’s  ability  to  efficiently 
create  combat  power  in  peacetime  and  war.  The  APIC  connects  the  elements  of  combat  power 
(maneuver,  fire  power,  protection,  and  leadership)  created  by  Army  organizations  in  peacetime  to 
the  elements  of  combat  power  created  by  Army  units  during  war  and  operations  other  than  war. 
Efficiently  managed  child  day  care  centers,  post  range  operations,  digitized  Army  classrooms. 
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acquisition  operations,  etc.,  enable  individual  soldiers  and  tactical  units  to  accomplish  their 
missions  before,  during,  and  after  war.  The  goal  of  the  APIC  is  to  improve  the  overall 
effectiveness  and  efficiency  of  Army  organizations  in  delivering  continuous  value  to  customers, 
resulting  in  mission  success. 

The  Criteria,  as  stated  in  the  APIC,  are  built  upon  a  set  of  core  values  and  concepts. 
These  values  and  concepts  are  the  foundation  for  integrating  key  performance  requirements 
within  a  results-oriented  fi-amework. 

•  Customer-Driven  Quality.  Customers  define  quality.  Customer-driven  quality 
addresses  not  only  the  product  and  service  characteristics  that  meet  basic  customer 
requirements,  but  also  includes  those  features  and  characteristics  that  enhance  them 
and  differentiate  products  and  services  from  competing  offerings.  This  also  demands 
awareness  of  developments  in  technology  and  of  competitor’s  offerings,  and  rapid 
and  flexible  response  to  customer  and  mission  requirements. 

•  Leadership.  The  senior  leaders  need  to  commit  to  the  development  of  the  entire  work 
force  and  should  encourage  participation,  learning,  innovation,  and  creativity  by  all 
employees.  Through  their  ethical  behavior  and  personal  roles  in  planning, 
communications,  review  of  organizational  performance,  and  employee  recognition, 
the  senior  leaders  serve  as  role  models  reinforcing  values  and  expectations,  and 
building  leadership  and  initiative  throughout  the  organization. 

•  Continuous  Improvement  and  Learning.  Achieving  the  hipest  levels  of  performance 
requires  a  well-executed  approach  to  continuous  improvement  and  learning.  The 
term  “continuous  improvement”  refers  to  both  incremental  and  “breakthrough” 
improvement. 

•  Employee  Participation  and  Development.  An  organization’s  success  in  improving 
performance  depends  increasingly  on  the  knowledge,  skills,  innovative  creativity. 
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and  motivation  of  its  work  force.  Employee  success  depends  increasingly  on  having 
opportunities  to  learn  and  to  practice  new  skills.  Organizations  need  to  invest  in  the 
development  of  the  work  force  through  education,  training,  and  opportunities  for 
continuing  growth. 

•  Fast  Response.  Success  in  an  era  of  downsizing,  reduced  budgeting,  increasing 
operational  deployments  and  global  challenges  demands  ever-shorter  cycles  for 
introductions  of  new  or  improved  products  and  services.  Major  improvements  in 
response  time  often  require  simplification  of  work/task  organizations  and  work 
processes. 

•  Design  Quality  and  Prevention.  To  achieve  high  performance,  organizations  need  to 
emphasize  design  quality.  Problem  and  waste  prevention  is  achieved  through 
building  quality  into  products  and  services  and  efficiency  into  production  and 
delivery  processes. 

•  Long-Range  View  of  the  Future.  Successful  pursuit  of  an  organization’s  goals  and 
mission  requires  a  strong  future  orientation  and  a  willingness  to  make  long-term 
commitments  to  key  stakeholders  -  customers,  employees,  suppliers,  the  public,  and 
the  community. 

•  Management  by  Fact.  Army  organizations  depend  upon  the  measurement  and 
analysis  of  performance.  Such  measurements  must  be  derived  fi’om  the 
organization’s  strategy  and  provide  critical  data  and  information  about  key  processes, 
outputs,  and  results. 

•  Partnership  Development.  Organizations  need  to  build  internal  and  external 
parmerships  with  customers  and  suppliers  to  better  accomplish  their  overall  goals. 

•  Public  Responsibility  and  Citizenship.  An  organization’s  leadership  needs  to  stress 
its  responsibilities  to  the  public  and  needs  to  practice  good  citizenship.  These 
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responsibilities  refer  to  basic  expectations  of  the  organization  that  include  business 
ethics  and  protection  of  public  health,  safety,  and  the  environment. 


Results  Focus.  An  organization’s  performance  measurements  need  to  focus  on  end  results. 
If  the  mission  is  not  achieved  the  processes  have  failed. 
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CHAPTER  THREE 


ANALYSIS  OF  CURRENT  STRUCTURE 


Survey  Instrument 

The  instrument  used  to  collect  data  for  this  project  was  adapted  from  an  original  tool 
developed  by  Captain  Frank  Mygiawa,  United  States  Air  Force.  The  survey  was  the  focus  of  his 
CAPSTONE  project  cultivating  in  a  Masters  of  Engineering  Management  degree  from  the 
University  of  Alabama  at  Huntsville.  After  obtaining  his  permission,  the  tool  was  altered  to 
include  some  demographic  questions  and  then  submitted  to  the  Sensors  Directorate. 

The  focus  of  the  instrument  was  to  gain  the  employees’  understanding  of  the  Sensors 
Directorate  and  its  operating  environment.  Employees  were  asked  to  comment  on  their 
perceptions  of  the  directorate’s  communication,  leadership,  accessibility  to  information,  vision, 
competitive  market,  cohesion  among  work  groups,  goal-setting,  risk-taking,  reward  system, 
decision-making  practices,  and  motivation  practices. 

Response  Rate 

The  response  rate  from  the  Sensors  Directorate  as  a  whole  was  39.25  percent  (42  of  107). 
To  be  more  specific,  the  population  outlined  as  ‘core’  employees  had  a  48.6  percent  response 
rate,  while  the  population  labeled  as  ‘matrix’  responded  at  a  20  percent  rate. 

Due  to  the  current  structure  of  the  directorate,  the  intent  was  to  separate  the  data  into  two 
populations,  core  employee  and  matrix  employee;  however,  there  were  not  enough  responses 
from  the  matrix  employee  pool  to  consider  it  as  a  separate  sample.  Therefore,  the  majority  of  the 
conclusions  will  be  developed  from  compiled  data,  although,  certain  interesting  comparisons  will 
be  highlighted. 
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See  Appendix  A  for  a  copy  of  the  original  survey  instrument  and  the  responses  received 
from  the  directorate. 

Cross-section  of  respondents 

As  shown  in  Figure  3.1,  Cross-section  of  Sensors  Directorate  Responses,  the  majority  of 
the  response  came  from  the  operating  core  or  the  team  members. 
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Figure  3.1  -  Cross-section  of  respondents. 

The  current  hierarchical  structure  in  the  Sensors  Directorate  provides  evidence  that  the 
survey  instrument  was  distributed  and  returned  in  such  a  manner  as  to  represent  the  organization 
well.  This  suggests  that  each  level  was  represented  by  the  same  percentage  as  in  the  organization 
itself.  The  average  length  of  service  to  the  government  was  between  11  and  15  years.  On  the 
other  hand,  the  average  length  of  service  to  the  Sensors  Directorate  was  between  4  and  6  years. 

As  Mintzberg  explained,  the  definition  of  operating  business  environment  is  key  to 
determining  what  type  of  structure  an  organization  should  embrace.  The  survey  instrument 
determined  the  average  employee  perception  of  competition  for  Sensors  Directorate  (1  being  no 
competition  perceived  and  5  being  very  heavy  competition)  was  3.83.  Therefore  the  directorate 
operates  in  a  fairly  competitive,  technology  driven  market. 
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Assessment  of  the  data 

This  instrument,  originally  intended  to  gauge  an  organization’s  mechanistic  or  organic 
tendencies,  provides  an  overall  assessment  of  the  Sensors  Directorate.  All  questions  on  the 
survey  instrument,  with  the  exception  to  the  demographics,  contribute  to  the  compiled  description 
of  the  directorate  as  mechanistic  or  organic. 

Each  question’s  forced  responses  ranged  from  a  typical  situation  found  in  mechanistic 
organization  to  one  found  in  a  truly  organic  atmosphere.  For  example,  a  mechanistic  organization 
would  assess  the  organization’s  communication  system  as  somewhat  restrictive,  following  a  strict 
chain  of  command.  .  An  organic  organization  would  describe  the  communication  system  is  open 
and  honest  and  flowing  easily  across  all  sections.  By  summing  the  total  number  for  each 
category,  the  data  can  be  presented  in  the  form  of  Figure  3.2. 


Category  Mechanistic/Organic  Scores 


,D  Access  to  Informalion 

■  Urrctefstanding  of  Corporate  Vision 
■Risk-Taking 

a  Training  Professional  Development 
■Goal  Setting 
:  ■  Motivation  Techniques 

■  Decision-making/Problem  Solving 
0  Overall  Organizational  Average 
:□  Communication 

]M  Control  Mechanisms 

■  Reward  System 

0.4  0.6  0.8  1.0  1.2  1.4  1.6 


1.8  2.0 


Figure  3.2  -  Sensors  Directorate  Mechanistic/Organic  assessment  per  category 

A  purely  organic  organization  would  have  scored  2  on  each  question.  A  truly 
mechanistic  organization  would  score  -2  on  each  question.  As  shown  in  the  chart,  the  directorate 
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has  a  tendency  to  practice  in  a  mechanistic  fashion  in  6  of  the  11  categories.  Because  this 
organization  is  part  of  the  federal  government,  one  might  expect  this  type  of  response.  However, 
the  over-riding  fact  remains  that  this  organization  competes  in  a  high  technology  arena  with  fast 
moving  competitors  and  dwindling  congressional  budgets.  Only  one  category,  reward  system, 
was  weighted  heavily  toward  mechanistic.  A  second  category,  control  mechanisms,  was 
mechanistic  but  to  a  lesser  degree. 

Reward  System 

Figure  3.2  demonstrates  that  the  Sensors  Directorate  is  the  most  mechanistic  in  their 
administration  of  the  current  reward  system.  It  is  interesting  to  note  that  34  of  42  individuals 
surveyed  identified  that  the  directorate  rewards  individuals  for  individual  performance.  Through 
this  practice,  the  organization  is  advocating  individualism.  Synergy  states  that  the  production  of  a 
group  effort  is  greater  than  the  sum  of  each  individual  production  effort.  By  singling  out 
individuals  for  recognition,  the  organization  undermines  the  capacity  and  integrity  of  a 
synergistically  organized  group  (team).  Respondents  overwhelmingly  described  the  Sensors 
Directorate  as  having  “Individual  rewards  for  individual  performance.”  In  a  team-based,  organic 
organization  the  practice  is  to  reward  the  team  for  organizational  success  and  innovation  attempts. 
This  promotes  a  focus  on  the  organization  goals  and  away  from  personal  and  selfish  objectives. 

Control  Mechanisms 

Organizations  employ  control  mechanisms  to  dictate/force  personnel  in  the  direction  the 
organization  deems  most  beneficial.  An  organic  organization  maintains  the  control  function  in  its 
production/processes  through  strong  values  and  culture  that  are  so  deeply  ingrained  in  the 
employees  that  their  internal  desire  for  organizational  success  drives  their  performance  in  the  best 
interest  of  the  organization. 
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The  Sensors  Directorate  relies  heavily  on  rules,  regulations,  and  policies  that  are 
downward  directed  from  management.  The  responses  showed  a  reliance  on  management  plans 
and  budgets  as  well.  As  evidenced  by  Figure  3.2,  this  area  is  also  viewed  as  mechanistic. 

Organizations  with  mechanistic  control  mechanisms  react  slowly  to  rapidly  evolving 
situations,  technologies,  or  environments.  Controls  in  this  type  of  organization  are  designed  for 
stopping  bad  things  from  happening  and  to  minimize  mistakes.  They  do  not  reflect  the  new 
current  reality  of  the  Sensors  Directorate.  It  is  a  long  cumbersome  process  to  alter  rules  and 
regulations  in  a  mechanistic  organization  and  have  them  distributed,  the  employees  trained,  and 
so  on.  All  the  while  the  technology  or  environment  is  being  mastered  by  the  leaner,  quicker 
reacting  organization  with  more  organic  controls,  i.e.  highly  internalized  corporate  culture  and 
strong,  free-flowing  communications. 

Communication 

To  continue,  the  next  5  categories  were  only  slightly  mechanistic  in  score.  However,  the 
real  message  came  from  the  fact  that  they  were  not  organic  in  nature.  Communication  plays  an 
immense  role  in  an  organization’s  organic  control  system.  Employees  must  have  access  to  free- 
flowing  communication  and  information  to  ensure  th^  are  readily  capable  of  handling  problems 
or  opportunities  that  can  rapidly  develop  in  the  technology  environment.  Restricting 
communication  can  lead  to  a  lack  of  organizational  responsiveness. 

The  respondents  believe  that  the  communication  flow  lacked  freedom  and  was  somewhat 
restricted  to  formal  channels.  Because  the  organization  structure  maps  an  easy  process  for  formal 
communications,  maiQ^  organizations  allow  this  practice  to  become  commonplace.  Even  though 
this  category  is  not  the  most  mechanistic  per  the  survey  instrument  chart,  it  is  an  area  the 
directorate  should  take  very  seriously.  The  mechanistic  practice  is  to  formalize  all 
communication  to  ensure  employees  throughout  the  organization  structure  are  standardized. 
Peters  and  Waterman,  Mintzberg,  Dessler,  among  others  feel  that  communication  is  the  basis  of 


any  successful  organization.  It  is  the  means  by  which  technology  is  shared,  the  corporate  culture 
is  learned,  and  the  organization  gains  agility  and  flexibility. 

Information  Access 

Employees  at  the  directorate  rated  their  access  to  information  as  the  most  organic 
category  of  the  survey  instrument.  Even  though  this  category  is  more  organic  than  others,  it  is  far 
from  an  organic  quality  having  a  score  of  only  .167.  The  responses  to  this  particular  question 
closely  resembled  a  normal  curve  centered  on  a  response  of  having  “Some  access  to 
information.”  An  organic  organization  would  have  responded,  “Total  and  open  access.” 

Corporate  Vision 

The  survey  instrument  identified  this  category  as  the  second  most  organic  characteristic 
at  the  directorate,  albeit  only  slightly.  Vision  is  the  first  step  toward  developing  a  culture  that 
promotes  growth  and  prosperity.  An  organization  must  know  two  things,  the  current  reality  - 
where  on  a  continuum  is  the  organization  situated,  and  the  vision  -  where  does  the  organization 
want  to  be.  The  difference  between  the  two  is  creative  tension  (Senge,  1990).  Creative  tension 
focuses  employees  on  the  goal/vision  and  this  is  the  control  mechanism  of  choice  in  an  organic 
organization. 

Remaining  Categories 

The  remaining  categories,  risk-taking,  training  and  professional  development,  goal 
setting,  motivation  techniques,  and  decision-making/problem  solving  are  just  as  important  to 
overall  organizational  success.  From  the  survey  instrument,  these  categories  scored  very  near  0, 
meaning  they  are  neither  organic  nor  mechanistic,  rather  a  little  of  both. 

The  overall  organizational  average  was  compiled  to  offer  a  single  number  assessment. 
From  a  score  of  -2  being  mechanistic  to  +2  being  organic,  the  Sensors  Directorate  produced  a 
score  of  -.119,  which  corresponds  to  a  slightly  mechanistic  nature.  As  it  was  revealed  in  the 
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literature  research,  mechanistic  organizations  do  not  flourish  in  high  technology,  competitive,  or 
rapidly  changing  environments. 

The  analysis  showed  that  the  Sensors  Directorate  was  not  as  mechanistic  as  might  be 
assumed  from  the  first  glance.  Most  categories  were  rather  neutral,  in  between  mechanistic  and 
organic.  The  two  areas  needing  more  focus  are  reward  structure  and  control  mechanisms.  On  the 
other  hand,  the  category  showing  slight  organic  tendencies  was  access  to  information.  Overall, 
the  list  of  categories  showed  little  evidence  of  organic  behavior. 

Current  structure  assessment 

Unlike  most  government  organizations  that  receive  their  funding  through  the  vertical 
stovepipe,  the  Sensors  Directorate  receives  the  vast  majority  of  it’s  funding  through  outside 
agencies.  Due  to  this  divergent  funding  stream  the  directorate’s  focus  is  split  between  two 
customers.  Again  unlike  most  government  organizations  where  the  mission  requirements  and 
downward  directed  focus  comes  from  the  vertical  chain  of  command,  the  Sensors  Directorate  has 
conflicting  external  forces  to  distract  from  the  vertical  mission  -  supporting  the  war  fighter.  This 
has  in  the  past  and  continues  to  cause  an  internal  conflict  of  interest  and  confusion  on  corporate 
values.  The  vertical  chain  has  requirements,  but  the  funding  source  has  requirements.  Often 
these  requirements  are  in  opposition  to  each  other. 

Two  follow-up  questions  asked  were  “Where  the  organization  received  its  work 
requirements?”  and  “Where  the  value  added  outputs  went?”  In  both  instances,  the  response  was 
to  external  agencies,  just  as  the  case  with  the  funding. 

Currently,  the  Sensors  Directorate  is  organized  functionally  around  technologies.  Offices 
are  comprised  of  core  employees  and  phantom  matrixed  individuals.  The  interesting  point  is  the 
matrixed  individuals  belong  to  the  Sensors  Directorate  on  paper  alone  and  contribute  little  to  the 
betterment  of  the  directorate.  Many,  if  not  all,  have  never  been  to  the  directorate  and  could  not 
state  their  mission  or  vision  when  asked  in  person.  These  individuals  are  kept  on  the  manning 


roster  to  ensure  managers  are  supervising  the  required  number  of  people  to  maintain  the  current 
grade  structure. 

The  directorate’s  structure  does  not  have  a  focal  point  for  attracting  new  business.  Each 
office  supports  the  PEO  structure  as  a  technical  expert.  As  such,  the  Sensors  Directorate  serves 
the  PEO  structure  well  with  current  requirements.  However,  if  the  requirements  were  to  change 
rapidly,  or  require  a  new  technology,  the  current  structure  would  languish  as  evidenced  by  the 
surv^  instrument.  Control  mechanisms,  communication,  and  decision-making/problem-solving 
all  scored  as  slightly  mechanistic  which  is  not  supportive  of  rapid  change.  Also,  these 
functionally  aligned  offices  have  not  the  time,  inclination,  nor  the  expertise  to  lure  new  business. 

Department  of  Defense  Department  of  the  Army 


Figure  3.3  -  Sensors  Directorate  current  organizatimal  structure. 

The  current  rank  structure  of  the  directorate  dictates  the  number  of  individuals  a  manager  must 
supervise.  With  cutbacks  in  funding,  the  Sensor  Directorate  cannot  afford  to  fund  the  number  of 
employees  to  accomplish  all  required  tasks  nor  maintain  the  grade  structure.  Therefore,  the 
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matrixed  employees  report  to  a  sensors  division  on  paper  and  actually  work  out  of  a  Project 
Executive  Office  (PEO)  responsible  for  the  completion  of  a  directorate  project. 

APIC  Specific 

Under  the  leadership  category,  the  APIC  calls  for  information  on  the  major  aspects  of 
leadership:  creating  values  and  expectations,  setting  directions,  projecting  a  strong  customer 
focus,  encouraging  innovation,  developing  and  maintaining  and  effective  leadership  structure. 
Values  are  an  organization’s  statement  of  their  beliefs.  Th^  are  the  means  by  which  an 
organization  chooses  to  attack  its  goals.  APIC  wants  all  employees  to  understand  and  believe 
they  are  contributing  to  the  organization’s  quest.  To  accomplish  this  task,  leaders  must  obtain 
commitment  from  employees  to  these  organizational  values.  The  Sensors  Directorate  employees, 
at  best,  vaguely  understand  the  organizational  vision.  The  surv^  revealed  that  the  organization  is 
split  between  moderately  understanding  the  vision  and  understanding  it  well.  The  APIC 
identifies  the  senior  leaders  as  responsible  for  establishing  the  corporate  culture  that  permeates 
the  values  and  vision  to  all  employees. 

Senior  leaders  must  create  an  organization  that  is  flexible  and  responsive  to  rapidly 
changing  requirements.  APIC  encourages  leaders  to  establish  a  business  environment  where 
innovation  thrives  and  creativity  prospers.  The  survey  instrument  demonstrated  that  risk-taking, 
the  pursuit  of  innovation,  was  slightly  organic.  In  other  words,  employees  felt  like  they  could 
take  small,  low-cost  risks.  Risks,  whether  successful  or  not,  serve  as  learning  experiences  for 
those  involved.  Therefore,  risk-taking  should  be  encouraged  not  stifled. 

The  APIC  stipulates  that  organizations  should  be  evolving,  learning  bodies.  The  Sensors 
Directorate  scored  slightly  organic  on  Training  and  Professional  Development.  This  is  to  say  that 
they  do  not  impede  employees  from  continued  education.  However,  a  learning  organization 
promotes  and  encourages  training  and  education  for  its  employees. 
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CHAPTER  FOUR 


CONCLUSIONS 


Introduction 

Lack  of  responsiveness  to  a  rapidly  changing,  competitive  environment  will  eventually 
force  an  organization  to  do  one  of  two  things  1)  improve  practices  becoming  more  efficient  and 
more  responsive  to  the  marketplace,  or  2)  cease  to  practice  in  that  market.  The  days  of  bigger  is 
better  are  over,  at  least  within  the  competitive  environment  of  high  technology.  In  the  rapidly 
changing,  global  economy,  competition  thrives  and  to  be  competitive  an  organization  must  be 
flexible,  fast,  and  focused. 

The  Sensors  Directorate  is  facing  fierce  competition  fi'om  private  industry  and  other 
government  agencies  for  a  shrinking  congressional  budget.  It  is  becoming  clearer  that  the 
customer  will  not  continue  to  return  based  on  habit  alone.  Big  government  mentality,  where  rigid 
policy,  inflexible  structure,  and  bureaucracy  formulate  a  stable  future,  can  no  longer  guarantee 
longevity. 

Summary  of  findings 

The  assessment  of  the  Sensors  Directorate  revealed  several  issues  that  the  senior 
leadership  should  address.  The  organization  is  aligned  by  function.  In  a  lesser  eomplex, 
competitive,  and  technologically  advanced  industry,  functional  alignment  may  be  preferred. 
Considering  this  does  not  describe  the  Sensors  Directorate’s  operating  environment,  functional 
alignment  only  impedes  the  necessary  organizational  flexibility  to  remain  competitive. 

As  shown  by  the  survey  instrument,  the  directorate  tends  toward  Weber’s  bureaucracy 
more  than  Bums  and  Stalker,  Peters  and  Waterman,  and  Mintzberg  prescribe  for  organizations 


operating  in  the  complex,  competitive  environment.  Incorporating  bureaucratic  practices  into  this 
type  of  operating  environment  fosters  sluggish  response,  communication  breakdowns,  and  a 
decline  in  competitiveness,  all  of  which  the  Sensors  Directorate  has  experienced. 

An  organization’s  reward  system  is  a  means  by  which  that  organization  can  enforce  their 
culture  and  core  values.  In  a  competitive  environment,  the  reward  system  should  reflect  a  devout 
customer  focus,  one  that  reinforces  the  need  for  sharing  information,  iimovation  and  teamwork. 
Currently,  the  Sensors  Directorate  rewards  the  individual  for  individual  performance.  This 
practice  undermines  the  synergy  created  through  teamwork. 

In  an  innovative  environment,  communication  and  a  tight  value  system  defined  for  the 
empowered,  committed  employee  provide  the  controls  necessary  to  be  and  remain  successful. 
The  surv^  revealed  that  the  directorate  relies  on  policy  manuals,  rules  and  regulations,  and 
management  implemented  directives/plans  to  keep  employees  focused  on  the  unclear  goals 
established  by  management.  Information  is  power  to  a  committed,  empowered  workforce.  The 
opposite  can  be  said  about  the  lack  of  information.  Without  free-flowing  communication,  the 
otherwise  innovative  operating  core  becomes  sluggish  and  not  responsive  to  the  customer. 

The  survey  instrument  identified  that  employees  understand  the  business  as  one  being 
derived  through  external  markets  and  customers.  On  the  other  hand,  the  current  organization 
does  not  support  the  efficient  pursuit  of  current  business  requirements,  nor  does  it  portray  a 
customer  focus  image  required  to  capture  new  business.  As  this  global  economy  continues  to 
shrink  due  to  competition,  organizations  without  a  proactive  customer  focus  will  fall  to  those  that 
are  focused  in  such  a  manner. 

The  purpose  of  the  APIC  award  is  to  promote  organizations  to  look  internally  for 
improvement.  The  Sensors  Directorate  has  taken  the  first  step  by  establishing  a  baseline  from 
which  it  can  measure  improvement.  Areas  to  track  for  improvement  include:  organizational 
leadership,  strategy  deployment,  and  work  systems. 
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Groups  use  structure  to  organize  what  would  otherwise  be  chaotic.  The  structure 
employed  by  the  directorate  impedes  flexibility  and  promotes  individualism  as  evidenced  by  the 
lack  of  group  cohesion  and  the  rewarding  of  individual  acts  outlined  by  the  surv^  instrument. 
The  overall  assessment  of  the  current  organization  structure  is  a  slight  tendency  toward 
mechanistic  practices.  Even  though  the  organization  does  not  closely  reflect  one  of  Peters  and 
Waterman’s  excellent  companies,  it  is  not  in  terrible  shape;  however,  there  remains  room  for 
improvement. 
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CHAPTER  FIVE 


RECOMMENDATIONS 


Discussion 

Even  though  the  Corps  of  Engineers  (COE)  compete  in  a  different  industry,  the  structure 
and  basic  concepts  toward  organizational  culture  apply.  Before  preparing  the  functional 
organization  for  quick-reacting,  flexible  project  teams,  the  COE  went  to  their  customers  to  see 
what  was  important  to  them.  Because  the  customer  defines  and  determines  how  well  the 
organization  performed,  as  evidenced  by  repeat  business,  it  was  important  for  the  COE  to 
restructure  in  such  a  way  as  to  enhance  the  positive  aspects  of  customer  satisfaction  and  minimize 
the  areas  of  dissatisfaction.  After  unda^tanding  what  the  customers  expected,  the  COE  identified 
the  key  core  processes  that  fulfilled  the  customers’  requirements.  The  project  teams  were  re¬ 
aligned  around  those  key  processes.  This  strategy  provided  a  more  concentrated  customer  focus 
as  the  customer  was  now  at  the  caiter  of  design. 

The  Sensors  Directorate  can  employ  this  strategy  and,  through  proper  implementation, 
can  realize  an  increase  in  environmental  responsiveness.  Figure  5.1  displays  what  the  new 
Sensors  Directorate  organizational  structure  may  look  like.  This  form  provides  for  ease  of 
communication  flow.  Each  team  leader  is  on  the  next  level  team  as  a  member  (see  Figure  5.1). 
This  is  known  as  Likert’s  Integrating  Principle  or  linking  pins  (Likert,  1961).  These  team 
leaders/members  provide  the  overlap  from  one  working  group  to  the  next,  both  horizontally  and 
vertically.  The  Sensors  Directorate  will  realize  both  integration  and  coordination  through  the 
employees  in  these  critical  positions.  With  the  employment  of  Likert’s  linking  pins,  the  Sensors 
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Figure  5.1  -  Team-based  Sensors  Directorate. 

Directorate  gains  a  direct  communication  channel  with  the  employees.  Employees  stand  a  better 
chance  at  iirtemalizing  the  values  of  the  organization  when  a  conduit  for  their  involvement  exists. 

By  consolidating  the  six  current  divisions  into  two,  the  organization  streamlines 
communication  and  coordination  efforts.  The  effect  here  is  all  customer-focused  work  is 
completed  in  the  operations  team  and  the  supporting  team  provides  all  indirect  customer  support 
to  the  operations’  teams.  This  places  the  burden  of  customer  interfaces  in  the  office  of  the 
operations  team  leader.  It  had  been  mentioned  that  the  Sensors  Directorate  would  like  to 
centralize  this  burden  in  an  effort  to  simplify  customer  interactions.  From  the  APIC  standard,  this 
would  be  viewed  as  a  customer  focus  initiative.  Currently,  project  m^bers  are  responsible  for 
customer  inter&ce.  This  promotes  quick  response  to  current  customer  needs  but  does  not 
encourage  future  marketing.  Fredrick  Herzberg  identified  several  factors  that  he  considered 
motivating  factors  for  employees  (1968).  As  employees  become  accustomed  to  certain  factors, 
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they  no  longer  act  as  motivators.  However,  if  ever  removed  those  factors  would  actually  detract 
from  an  employee’s  motivation.  By  removing  responsibility  from  employees  for  whatever 
reason,  their  motivation  may  decline  and  it  can  actually  detract  from  their  job  satisfaction. 
Another  potential  problem  involves  the  centralization  of  the  customer  interface.  To  centralize 
this  effort,  may  limit  the  support  provided  to  customers  on  technical  questions.  The  third  concern 
is  the  burden  placed  on  a  single  office  in  dealing  with  of  all  customer  interaction.  The  level  of 
technical  expertise  of  each  project  would  suffer.  On  the  other  hand,  from  a  customer  focus 
standpoint,  centralizing  customer  interactions,  regardless  of  project,  simplifies  the  information 
flow  to  the  customer.  It  also  provides  efficient  information  flow  into  the  Sensors  Director’s 
office.  Any  funding  entering  the  Sensors  Directorate’s  organization  would  again  be  centralized 
through  the  operations  team  leader  and  then  disbursed. 

The  key  to  success  remains  with  the  senior  management.  This  group,  the  entire  senior 
staff,  sets  the  culture  of  the  organization.  During  reorganization,  the  directorate  must  identify  the 
processes  that  provide  direct  support  to  the  customers  and  then  organize  around  those  processes. 
The  directorate’s  customers  should  play  a  large  part  in  determining  these  processes  as  they  are 
and  will  continue  to  be  the  beneficiary. 

APIC  goals 

When  the  APIC  discusses  leadership,  it  is  not  speaking  solely  of  the  commander/director 
of  the  organization,  but  rather  the  senior  staff.  Leadership  as  defined  by  the  APIC  guide  is 
responsible  for  the  following; 

•  Creating  values  and  expectations.  The  senior  staff  defines  the  purpose  of  the 
organization  and  the  characteristics,  which  should  emulate  the  organization.  The 
senior  staff  sets  the  vision,  which  is  the  organization’s  expectation  for  the  future 
business  success. 
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•  Provide  direction.  Values  that  are  communicated  well  in  an  organization,  if 
understood  by  the  employees,  offer  all  the  direction  needed  to  obtain  success. 
Guidelines  for  decision-making  are  part  of  the  value  system. 

•  Project  a  strong  customer  focus.  APIC  will  view  consolidating  customer  interactions 
into  one  office  as  positive.  That  effort  will  streamline  information  flow  to  the 
customers.  However,  a  more  positive  approach  would  be  to  gain  the  customer  input 
as  to  how  the  organization  does  business  and  is  organized  to  deliver  that  business 
goal.  An  attempt  should  be  made  to  find  out  exactly  what  the  organization  does  well 
and  poorly  in  the  eyes  of  the  customer.  This  demonstrates  true  effort  to  raise  the 
level  of  support  to  the  customer. 

•  Encourage  innovation.  Support  more  risk-taking,  encourage  team-based  decision¬ 
making,  and  embrace  informal  communications  across  functional  lines  are  all  ideas 
to  further  innovation.  These  ideas  must  be  addressed  during  the  development  of  the 
organization’s  value  structure.  They  should  be  addressed  and  reflected  in  the 
employee  reward  system.  The  reward  system  provides  another  avenue  for 

^  management  to  communicate  important  concepts  to  the  employees. 

•  Flexible  and  responsive  organization.  With  a  new  organization  structure  that 
simplifies  communication,  incorporates  synergy-based  teams,  and  employs  corporate 
values  that  reward  risk-taking,  team  decision-making,  and  promotes  continued 
learning,  the  Sensors  Directorate  will  realize  a  faster,  more  focused,  and  flexible 
team. 

The  main  intent  of  the  APIC  topic.  Strategy  Deployment,  is  effective  translation  and 
implementation  of  the  organization’s  direction.  Upon  development  of  the  strategic  mission,  the 
directorate  needs  to  develop  progress-tracking  metrics  that  identify  true  performance.  This 
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survey  instrument  should  be  used  in  describing  the  current  reality  of  the  organization  from  which 
it  can  measure  progress. 


Summary 

The  efforts  of  the  Sensors  Directorate  during  the  surv^  period  culminated  into  the 
following  recommendation  list. 

•  Reassess  corporate  values  and  communicate  them.  An  organization  can  have  the 
brightest,  most  dynamic  workforce,  but  without  a  corporate  vision  and  values  to 
focus  their  efforts,  the  organization  will  realize  little  benefit.  Therefore,  it  is 
paramount  that  the  organization  outlines  the  vision  and  values  of  the  Sensors 
Directorate  and  then  communicates  them  to  every  employee.  The  values  will 
instinctively  guide  employees  through  their  decision-making,  problem  solving, 
customer  support,  etc.  to  ensure  the  maximum  benefit  for  the  organization. 

•  Reorganize  around  what  the  customer  thinks  is  important.  The  customer  determines 
quality  through  their  actions.  It  is  imperative  that  any  effort  to  reorganize  is  in  the 
spirit  of  improving  support  to  one’s  customers.  Without  the  customers,  the 
directorate  has  no  future. 

•  Team  based  structure.  Synergy  states  that  the  efforts  of  the  whole  are  greater  than 
the  sum  of  its  components.  Each  team  should  be  aligned  around  a  common  goal, 
process,  or  customer  requirement.  As  displayed  in  Figure  5.1,  each  team  leader  is  on 
the  next  level  team  as  a  member,  a  linking  pin.  Therefore,  all  teams  are  linked 
together  through  the  organization’s  overall  mission. 

•  Army  Performance  Improvement  Criteria  (APIC)  specific.  The  APIC  challenges  the 
leadership  of  an  organization  to  create  values  and  expectations,  provide  direction, 
project  a  strong  customer  focus,  encourage  innovation,  and  provide  a  flexible  and 
responsive  environment.  A  team  based  organization  led  by  strong  corporate  values 
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and  a  reliance  on  communication  and  mutual  accountability  is  everything  the  APIC 
prescribes. 

To  realize  the  full  potential  of  its  employees,  the  directorate  must  strive  to  incorporate 
more  organic  practices  into  everyday  business.  Senior  leadership  must  design  a  corporate  value 
structure,  internalize  the  meaning  of  that  structure,  and  then  publicly  and  uniformly  commit  to 
those  values.  Without  senior  management  support,  an  attempt  to  change  the  way  an  organization 
does  business  will  fail.  Employees  need  to  be  assured  during  times  of  change  that  the  longevity 
of  the  organization  is  viable.  They  gain  that  assurance  through  the  unity  and  belief  the  senior 
leadership  displays. 

A  team-based  structure  along  with  a  supporting  corporate  culture  will  provide  the 
flexibility  and  responsiveness  required  to  remain  competitive  in  the  rapidly  changing  technology 
market. 
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APPENDICIES 


APPENDIX  A 


COMPLETED  SURVEYS 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey  and  all 
answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to  determine  trends.  These 
trends  will  be  used  to  analyze  your  organization’s  structure.  However,  NO  INDIVIDUAL  SURVEY  DATA 
wn  .T  ■  RF.  RF.T  .EASED,  so  please  answer  honestly.  This  survey  and  the  resulting  analysis  are  an  attempt  to  help 
identify  any  opportunities  for  improvement  in  how  your  organization  is  structured.  Your  assistance  is  greatly 
appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or  recommendations  to 
improve  this  survey.  When  completed,  please  save  the  document  first,  and  then  return  the  survey  DIRECTLY  Xo 
me  via  e-mail,  fex,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instriiftinns-  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE  BEST 
ANSWER  bv  sftlacting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to  navigate 
through  die  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your  time!!! 

Ready.. ..Set.. .GO!!!! 


1 .  What  is  your  position  in  this  organization? 

r~l  Director,  Assistant  Director 
□  ^xl^ivision  Qiief 
In  Team  Leaders 
□  Team  members 


2.  How  long  have  you  been  with  the  Sensor  Directorate? 

n  Less  than  1  year 

Q  1-3  years 

n  4-6  years 

□  7-9  years 

0^  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

f~~l  Less  than  2  years 

r~]  3-5  years 

n  6-10  years 

r~l  11-15  years 

13^  Greater  than  15  years 


4.  How  do  you  fit  into  the  Sensors  Directorate? 

Core  Employee  working  within  the  Sensors  Directorate 
r~l  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

□  From  die  vertical  chain  of  command 
r~|  From  horizontal  project  teams 

0^  From  agencies  outside  the  Sensors  Directorate 

6.  Where  does  your  immediate  work  group's  inputs  come  from? 

r~l  Someone  within  your  work  group 

n  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

I  I  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 


[3^ 


A  completely  separate  organization;  outside  the  sensors  directorate 


Where  does  your  immediate  work  group's  results  go? 

r~l  Someone  within  your  work  group 

I  I  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
I  I  ^  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 

How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  externai 
competition,  corporate  values,  and/or  strategic  plans? 

r~l  Restricted  access 

r~1  Minimal  access 

O  Some  access 
□  y  Access  to  most 
[y  Total  and  open  access 


How  does  communication  flow  within  your  organization? 

Q  It  doesn’t.  I  feel  like  a  mushroom. 

r~l  ^.^'ormal  commimications  down  the  chain  only  (policy  letters,  directives) 

Some  formal  communications,  some  informal  from  other  sections,  newsletters 
I  I  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually  open  and 
honest 

I  I  Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and  across  all 
)  sections 


^0,^your  organization’s  vision: 

0  Poorly  imderstood?  —  Don’t  understand  how  my  job  fits  into  the  organization’s  vision. 

[~~l  Moderately  understood?  -- 1  know  what  our  vision  is,  but  not  sure  aboitt  my  role. 
r~l  Well  understood?  -- 1  understand  our  vision  and  how  my  job  and  group  is  helping  to  achieve  it. 

11.  How  d$kes  your  organization  accomplish  organizational  goal  setting? 

XDr  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 
□  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

r~l  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

□  Goals  are  devel(q>ed  with  ripper  management  and  some  worker  involvement. 

□  Goals  develqied  and  implemented  by  teams. 

)o  you  feel  risk  taking  is  encouraged  in  your  organization? 

0  No  risk  taking  here.  If  I  do,  it’s  resume  time. 

□  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

Q  Defeitely,  risk  taking  is  encoiu'aged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

□  Negative  rewards — nothing  when  we  do  right,  punished  when  we  make  a  mistake 

0^  Individual  rewards  for  individual  performance 
Q  Individual  rewards  for  team/organization  performance. 

□  Some  team-wide  rewards  and  some  individual  rewards. 

□  Teams  rewarded  for  team/organization  successes  and  innovation. 

14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

Motivates  by  fear. 

"  Work  benefits,  working  conditions,  job  security 

(n  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 

O  Awards,  job  titles,  pubhc  recognition 

O  Increase  in  authority,  growth  and  advancement 


15.  What  is  the  dominant  ieadership  style  used  to  get  work  done  in  your  organization? 


□ 

□ 

□ 


Authoritarian;  Attila  the  Hun  style;  management  directs. 

Use  of  selling  techniques 

Situational;  management  style  varies  with  situation 
Consistent  delegation  of  tasks  and  authority  to  get  it  done 
Participative  and  people  orientated,  listening  to  workers 


16. 


How  are 


□ 


□ 

□ 


decision  making  and  problem  solving  accomplished  in  your  organization? 

All  decisions  and  problem  solving  are  made  at  the  top 

Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/ofiBce  -  depends  upon 
die  issue 

Most  made  at  the  local  office  level 

All  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

Q  Policy  manuals;  rule  &  regulations;  mapagnm^nt  Implemented 
Adherence  to  management’s  plans  md  budgets 
n  Periodic  comprdhensive  assessmW-agamsT^oject  goals 
I  I  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the  organization 

Q  Self  control  by  using  organizational  values  and  woric  culture 


18.  What  type  of  training  and  education  is  encouraged? 

None.  We  do  it  only  if  we  want  it. 

r~l  Only  job  related;  management  authorized  selected  program  of  study 

n  Management  and  worker  select  program  of  study 
□  Some  not  directly  job  related;  management  and  worker  jointly  selects 

□  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

[n  No 

□  Yes 

20^  (has)  management  supporting  (supported)  your  educational  goals? 

No  support — numerous  work/school  conflicts.  Work  is  assigned  despite  known  education 
schedules. 

□  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

Q  Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

□  4-6 

0^  7-10 

O  over  10 


22. 


How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  t  external  market 
on  a  scale  from  1-5? 


□ 

□ 

□ 

□ 


1  -  No  competition 

2 

3 

4 


5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  iprtfWfetlm  work  group  from  1—5? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

m  3 

□  4  . 

Q  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 


24.  How  many  people  report  to  you? 

None  /  not  applicable 
□  1-2 
□  3-5 

□  7-8 

□  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  diance  to  be  painfully  honest.  Let'em  rip! ! ! 


Please  type  additional  comments  here 

-^-^^Now before  you  do  anything  else....  AdFE this  document 

Thank  you  for  taking  tiie  time  to  complete  this  survey.  I  appreciate  your  candor! ! !  Please  e-mail  the  completed 
survey  back  to  me  at  the  following  address; 

Stephen  Blake  at  steve  erin@.msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Ji/df 


.r 


c. 


S'  f. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  fhis  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the 
mouse  to  navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  tiiank  you 
for  your  time!!!  Ready....Set...GO!!!! 

1.  What  is  your  position  in  this  organization? 

□  Director,  Assistant  Director 

1^  Division  Chief 

□  Team  Leaders 

r~l  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

I  I  Less  than  1  year 

I  I  1-3  years 

I  I  4-6  years 

^  7-9  years 

I  I  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

I  I  Less  tiian  2  years 

r~l  3-5  years 

I  I  6-10  years 

r~l  11-15  years 

^  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

13  Core  Employee  working  within  tiKe  Sensors  Directorate 

r~l  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

□  From  the  vertical  chain  of  command 

r~l  From  horizontal  project  teams 

3  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

I  I  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

^  A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

Someone  witfiin  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

I  I  Restricted  access 

I  I  Minimal  access 

r~l  Some  access 

^  Access  to  most 

n  Total  and  open  access 


□ 

□ 

□ 

13 


9. 


How  does  communication  flow  within  your  organization? 


I  I  It  doesn't.  I  feel  like  a  mushroom. 

I  I  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

^  Some  formal  communications,  some  informal  from  other  sections,  newsletters 
r~l  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

I  I  Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 


10.  Is  your  organization’s  vision: 

I  I  Poorly  understood?  —  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

^  Moderately  understood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

I  I  Well  understood?  —  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 
achieve  it. 


11.  How  does  your  organization  accomplish  organizational  goal  setting? 


I  I  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

r~l  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 
I  I  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

13  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

I  I  Goals  developed  and  implemented  by  teams. 


12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

r~l  No  risk  taking  here.  If  I  do,  if  s  resume  time. 

I  I  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 
13  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 


13.  What  type  of  reward  system  is  used  in  your  organization? 


r~l  Negative  rewards — nothing  when  we  do  right,  punished  when  we  make  a  mistake 

13  Individual  rewards  for  individual  performance 

r~l  Individual  rewards  for  team/ organization  performance. 

I  I  Some  team-wide  rewards  and  some  individual  rewards. 
r~]  Teams  rewarded  for  team/  organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

Motivates  by  fear. 

Work  benefits,  working  conditions,  job  security 

Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
Awards,  job  titles,  public  recognition 
Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  styie  used  to  get  work  done  in  your  oi^anization? 

I  I  Authoritarian;  Attila  the  Hun  style;  management  directs. 

I  I  Use  of  selling  techniques 

^  Situational;  management  style  varies  with  situation 
I  I  Consistent  delegation  of  tasks  and  autfiority  to  get  it  done 
I  I  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  oiganization? 

I  I  AU  decisions  and  problem  solving  are  made  at  the  top 

I  I  Mostly  a  centralized  core  make  the  decisions  and  do  die  problem  solving 

□  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 
13  Most  made  at  the  local  office  level 

r~l  AU  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

3  PoUcy  manuals;  rule  &  regulations;  management  implemented 

r~1  Adherence  to  management's  plans  and  budgets 

r~l  Periodic  comprehensive  assessment  against  project  goals 

I  I  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

r~l  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

I  I  None.  We  do  it  only  if  we  want  it. 

I  I  Only  job  related;  management  authorized  selected  program  of  study 

^  Management  and  worker  select  program  of  study 

I  I  Some  not  directly  job  related;  management  and  worker  joindy  selects 
I  I  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

3  No 

□  Yes 

20.  is  (has)  management  supporting  (supported)  your  educational  goals? 

r~l  No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

^  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

I  I  Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


□ 

□ 

lEl 

□ 

□ 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

M  4-6 

□  7-10 

I  I  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

□  1  -  No  competition 

□  2 

□  3 

□  4 

^  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1  -  5? 

r~]  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

lEI  2 

□  3 

□  4 

I  I  5  -  Much  sharing  of  info  emd  resources  (i.e.  people  emd  equipment) 

24.  How  many  people  report  to  you? 

□  None  /  not  applicable 

□  1-2 

□  3-5 

K  7-8 

r~l  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  hfpe  additional  comments  here 

-^^^Now  before  you  do  anything  else....  SAVE  this  document! 

Thank  you  for  taking  the  time  to  complete  this  survey.  1  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 


Stephen  Blake  atsteve  erin@msn.com 
Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survg 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey  and  all 
answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to  determine  trends.  These 
'  trends  will  be  used  to  analyze  your  orgamzation’s  structure.  However,  NO  INDIVIDUAL  SURVEY  DATA 
wn  .1 .  RF.  RF.T  -F.  ASED.  so  please  answer  honestly.  This  survey  and  the  resulting  analysis  are  an  attempt  to  help 
identify  any  opportunities  for  improvement  in  how  your  organization  is  structured.  Your  assistance  is  greatly 
appreciated. 

At  the  end  of  die  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or  recommendations  to 
improve  this  survey.  When  completed,  please  save  the  document  first,  and  then  return  the  survey  DIRECTLY ia 
me  via  e-mail,  fex,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,AL  35824 

Instriirtinns-  There  aie  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE  BEST 
ANSWER  bv  sRlecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to  navigate 
through  die  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your  time!!! 

Ready. .  ..Set. ..  GO! !! ! 


1 .  What  is  your  position  in  this  organization? 

I~1  Director,  Assistant  Director 

O  Division  Chief 

13  Team  Leaders 

□  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

□  Less  than  1  year 

n  1-3  years 

n  4-6  years 

r~l  7-9  years 

3  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

f~|  Less  than  2  years 

n  3-5  years 

□  6-10  years 

□  11-15  years 

13  Greater  than  15  years 


4. 


How  do  you  fit  into  the  Sensors  Directorate? 

13  Core  Enqiloyee  working  widiin  die  Sensors  Directorate 
I  I  Matrixed  out  of  the  directorate 


S.  Where  does  your  work  group  receive  funding  from? 

3  From  the  vertical  chain  of  command 
From  horizontal  project  teams 
r~|  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

r~]  Someone  within  your  work  group 

3  Someone  in  die  vertical  chain  of  cormnand,  but  still  within  your  division 

□  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 


r~l  A  completely  separate  organization;  outside  the  sensors  directorate 


7.  Where  does  your  immediate  work  group's  resuits  go? 

n  Someone  within  your  work  group 

13  Someone  in  die  vertical  chain  of  command,  but  still  within  your  division 
r~l  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
n  A  completely  s^arate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  extemai 
competition,  corporate  values,  and/or  strategic  plans? 

n  Restricted  access 

O  Minimal  access 

13  Some  access 

EH  Access  to  most 

[~|  Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

r~l  It  doesn’t.  I  feel  like  a  mushroom. 

r~l  Formal  communications  down  the  chain  only  (policy  letters,  directives) 
f~~l  Some  formal  communications,  some  informal  from  other  sections,  newsletters 

l3  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually  open  and 
honest 

r~l  Always  open  and  honest;  communications  flow  easily  across  aU  sections,  up,  down,  and  across  all 
sections 

10.  Is  your  organization’s  vision: 

f~1  Poorly  understood?  —  Don’t  imderstand  how  my  job  fits  into  the  organization’s  vision. 

Q  Moderately  understood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role, 

^  Well  understood?  ~  I  understand  our  vision  and  how  my  job  and  group  is  helping  to  achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

O  No  goal  setting  accompUshed.  Responses  are  reactionary  and  change  day  to  day 
n  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 
r~l  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

^  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

n  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

r~l  No  risk  taking  here.  If  I  do,  it’s  resume  time. 

Rl  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 
n  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

□  Negative  rewards — ^nothing  when  we  do  right,  punished  when  we  make  a  mistake 

[3  Individual  rewards  fi>r  individual  performance 
Q  Individual  rewards  for  team/organization  performance. 
n  Some  team-wide  rewards  and  some  individual  rewards. 

Q  Teams  rewarded  for  team/oiganization  successes  and  innovation. 

14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)7 

I~1  Motivates  by  fear. 

n  Work  bene^,  working  conditions,  job  security 

^  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
O  Awards,  job  titles,  public  recognition 
Q  Increase  in  authority,  growth  and  advancement 


15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

r~l  Authoritarian;  Attila  the  Hun  style;  management  directs. 
r~l  Use  of  selling  techniques 

n  Situational;  management  style  varies  with  situation 
^  Consistent  delegation  of  tasks  and  authority  to  get  it  done 

Q  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

n  All  decisions  and  problem  solving  are  made  at  the  top 
r~l  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

^  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/ofiBce  -  depends  upon 
the  issue 

Q  Most  made  at  the  local  office  level 

Q  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  resfK>nses)7 

n  Policy  manuals;  rule  &  regulations;  management  implemented 
n  Adherence  to  management’s  plans  and  budgets 
O  Periodic  comprehensive  assessment  against  project  goals 

^  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the  organization 

r~l  Self  ccmtrol  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

r~l  None.  We  do  it  only  if  we  want  it. 

n  Only  job  related;  management  authorized  selected  prc^ram  of  study 

r~]  Management  and  worker  select  program  of  study 

O  Some  not  directly  job  related;  management  and  worker  jointly  selects 
^  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

®  No 
□  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

r~l  No  support — ^numerous  work/school  conflicts.  Work  is  assigned  despite  known  education 
schedules. 

O  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

K  4-6 

□  7-10 

Q  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

n  1  -  No  competition 

□  2 

®  3 


□  4 


r~l  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

Q  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 


n  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

□  None  /  not  applicable 

□  1-2 

M  3-5 

□  7-8 

Ql  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip ! ! ! 

Please  type  additional  comments  here 

->^Now  before  you  do  anything  else ....SA VE this  document! 4- ^ ^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  £q)preciate  your  candor! !  I  Please  e-mail  the  completed 
survey  back  to  me  at  the  following  address; 


Stephen  Blake  at  steve  erin@,msn.com 
Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  tile  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  dociunent  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). . 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  by  selecting  tiie  box  adjacent  to  the  desire  response.  Using  ihe 
mouse  to  navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you 
for  your  time!!!  Ready....Set...GO!!!I 

1.  What  is  your  position  in  this  organization? 

□  Director,  Assistant  Director 

I  I  Division  Chief 

I  I  Team  Leaders 

15^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

^  Less  than  1  year 

r~l  1-3  years 

I  I  4-6  years 

r~l  7-9  years 

I  I  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

□  Less  than  2  years 

r~l  3-5  years 

□  6-10  years 

^  11-15  years 

□  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

^  Core  Employee  working  within  the  Sensors  Directorate 

□  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

r~l  From  the  vertical  chain  of  command 

r~l  From  horizontal  project  teams 

^  From  agencies  outside  the  Sensors  Directorate 


does  your  immediate  work  group's  inputs  come  from? 

Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
Someone  outside  your  division,  but  still  within  tiie  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 

does  your  immediate  work  group's  results  go? 

Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

I  I  Restricted  access 

I  I  Minimal  access 

^  Some  access 

I  I  Access  to  most 

I  I  Total  and  open  access 

communication  flow  within  your  organization? 

It  doesn't  I  feel  like  a  mushroom. 

Formal  commtmications  down  the  chain  only  (policy  letters,  directives) 

Some  formal  commimications,  some  informal  from  other  sections,  newsletters 
Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

Always  open  and  honest;  communications  flow  easily  across  aU  sections,  up,  down,  and 
across  all  sections 

10.  Is  your  organization's  vision: 

I  I  Poorly  understood?  ~  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

^  Moderately  vmderstood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

I  I  Well  understood?  —  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

^  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

I  I  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

I  I  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

r~1  Goals  are  developed  with  upper  management  and  some  worter  involvement 
□  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

r~l  No  risk  taking  here.  If  I  do,  it's  restime  time. 

^  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it 
n  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

Negative  rewards— nothing  when  we  do  right,  ptmished  when  we  make  a  mistake 
Individual  rewards  for  individual  performance 
Individual  rewards  for  team/organization  performance. 

Some  team-wide  rewards  and  some  individual  rewards. 

Teams  rewarded  for  team/ organization  successes  and  innovation. 


□ 

□ 

□ 

□ 

□ 


9.  How  does 

□ 

□ 

□ 

□ 


6.  Where 


□ 

□ 

□ 


7.  Where 


□ 

□ 

□ 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

□  Motivates  by  fear. 

I  I  Work  benefits,  working  conditions,  job  security 

I  I  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
I  I  Awards,  job  titles,  public  recognition 
r~1  Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

I  I  Authoritarian;  Attila  the  Hun  style;  management  directs. 

r~l  Use  of  selling  techniques 

^  Situational;  management  style  varies  with  situation 

I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
□  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

I  I  All  decisions  and  problem  solving  are  made  at  the  top 

r~l  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

13  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 
I  I  Most  made  at  the  local  office  level 

n  AU  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

3  Policy  manuals;  rule  &  regulations;  management  implemented 

I  I  Adherence  to  management' s  plans  and  budgets 

□  Periodic  comprehensive  assessment  against  project  goals 

I  I  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

I  I  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

I  I  None.  We  do  it  only  if  we  want  it. 

r~l  Only  job  related;  management  authorized  selected  program  of  study 

I  I  Management  and  worker  select  program  of  study 

r~l  Some  not  directly  job  related;  management  and  worker  jointly  selects 

I  I  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

3  No 

r~l  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

r~]  No  support— numerous  work/  school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

I  I  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 
n  Full  support  Work  schedules  are  actively  arranged  aroimd  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

^  4-6 

□  7-10 

I  I  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

□  1  -  No  competition 

□  2 

K  3 

□  4 

I  I  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

n  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

□  3 

S  4 

I  I  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

15^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

□  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest  Let'em  rip!!! 
Please  type  additional  amiments  here 

I  have  not  been  witht  eh  organization  long  enough  to  be  able  to  offer  a  valid  answer  to  questions  13,14,18  & 

20. 

I  don't  know  how  these  questions  were  generated  but  it  does  not  seem  to  be  applicdble  inmany  areas.  I  am  not 
sure  what  constitutes  a  "Team”,  Work  Group”,  etc.. 

I  am  somewhat  surprised  at  amount  of  fear  that  is  generated  by  BMDO  on  this  organization.  It  appears  that 
people  are  walking  on  egg  shell  trying  not  to  offend  someone  at  BMDO.  This  Command  seems  to  be  an  executing 
agent  with  little  input  to  the  direction  or  applicdble  technical  development  needed  to  fulfil  various  needs.  I  am 
also  amazed  that  an  organization  like  BMDO  can  DIRECT  a  Major  Army  Command  on  the  issue  of  personnel 
staffing.  It  vxnild  make  more  sense  to  require  a  specific  job  be  accomplished  using  either  in-house  or  contractor 
personnel  rather  than  dictate  the  level  of  government  personel  permitted.  I  have  seen  exampes  of  tasks  which 
could  be  performed  better  and  at  less  cost  internally  or  through  other  Army  commands  that  have  been  contracted 
out  due  to  quotas  on  internal  staffing. 


->^->Now before  you  do  anything  else....  SAVE  this  documents- <-4- 

Thank  you  for  taking  the  time  to  complete  tiiis  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 

Stephen  Blake  at  steve  erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  xranutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey  and  all 
answers  will  be  kept  strialy  confidential.  Individual  survey  answers  will  be  grouped  to  determine  trends. 
These  trends  will  be  used  to  analyze  your  organization’s  structure.  However,  NO  INDIVIDUAL  SURVEY 
DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the  resulting  analysis  are  an 
attempt  to  help  identify^  any  opportunities  for  improvement  in  how  your  organization  is  strurtured.  Your 
assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or  recommendations  to 
improve  this  survey.  When  completed,  please  save  the  document  first,  and  then  return  the  survey  DIRECTLY 
to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,AL  35824 

Instroctions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
nayigate  through  the  form,  "click"  the  appropriate  answers.  Agaiiiy  thank  you  for  your  time!!! 
Ready...  .Set..  GO!!!! 

1.  What  is  your  position  in  this  organization? 

□  Director,  Assistant  Director 

□  Division  Chief 

□  Team  Leaders 

^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

[~1  Less  than  1  year 

r~l  1-3  years 

r~1  4-6  years 

13  7-9  years 

□  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

n  Less  than  2  years 

n  3-5  years 

□  6-10  years 

□  11-15  years 

13  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

13  Core  Employee  working  within  the  Sensors  Directorate 

□  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

□  From  the  vertical  chain  of  command 

□  From  horizontal  projea  teams 

□  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

I  I  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

□  A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group’s  results  go? 

[~|  Someone  within  your  work  group 

I  I  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

n  A  completely  separate  organization;  outside  the  sensors  direaorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

□  Restriaed  access 

□  Minimal  access 

1^  Some  access 

r~l  Access  to  most 

r~|  Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

^  It  doesn’t.  I  feel  like  a  mushroom. 

I  I  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

□  Some  formal  communications,  some  informal  from  other  sections,  newsletters 

□  Mostly  informal  and  open  in  and  between  seaions;  flows  from  many  direaions;  usually  open 
and  honest 

{~~|  Always  open  and  honest;  communications  flow  easily  across  all  seaions,  up,  down,  and  aaoss 
all  seaions 

10.  Is  your  organization’s  vision: 

^  Poorly  understood?  -  Don’t  understand  how  my  job  fits  into  the  organization’s  vision. 

I  I  Moderately  understood?  - 1  know  what  our  vision  is,  but  not  sure  about  my  role. 

□  Well  understood?  - 1  understand  our  vision  and  how  my  job  and  group  is  helping  to  achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

13  No  goal  settii^  accomplished.  Responses  are  reaaionary  and  change  day  to  day 

□  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  direaed. 

□  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

□  Goals  are  developed  with  upper  mans^ement  and  some  worker  involvement. 
r~l  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

3  No  risk  takii^  here.  K I  do,  it’s  resume  time. 

□  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restriaions  on  it. 

□  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  oi^anization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

I  I  Negative  rewards — nothit^  when  we  do  right,  punished  when  we  make  a  mistake 

13  Individual  rewards  for  individual  performance 
r~l  Individual  rewards  for  team/ organization  performance. 

□  Some  team-wide  rewards  and  some  individual  rewards. 

□  Teams  rewarded  for  team/ organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

^  Motivates  by  fear. 

I  I  Work  benefits,  working  conditions,  job  security 

I  I  Financial  rewards  tied  to  achievii^  position  objectives  listed  in  job  description 

□  Awards,  job  titles,  public  recognition 

r~]  Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

□  Authoritarian;  Attila  the  Hun  style;  management  directs. 

r~]  Use  of  selling  techniques 

13  Situational;  management  style  varies  with  situation 
[~|  Consistent  delegation  of  tasks  and  authority  to  get  it  done 

n  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

□  All  decisions  and  problem  solving  are  made  at  the  top 

I  I  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 
3  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/ office  -  depends 
upon  the  issue 

n  Most  made  at  the  local  office  level 

□  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

I  I  Policy  manuals;  rule  &  regulations;  management  implemented 
□  Adherence  to  maiu^ement’s  plans  and  budgets 
rn  Periodic  comprehensive  assessment  gainst  project  goals 

□  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

□  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

[~|  None.  We  do  it  only  if  we  want  it. 

r~]  Only  job  related;  management  authorized  selected  program  of  study 
n  Mam^ement  and  worker  select  program  of  study 

□  Some  not  directly  job  related;  management  and  worker  jointly  selects 
13  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

^  No 

□  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

|~|  No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known  education 

schedules. 

13  Some  support.  Work  obligations  can  be  rearrai^ed  if  necessary. 

r~|  Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 


13  1-3 

□  4-6 

□  7-10 

r~l  over  10 


22.  How  would  you  rate  your  immediate  work  group's  externai  competition  (for  funding)  /  external  market 
on  a  scale  from  1 -5? 

n  1  -  No  competition 


^  4 

r~l  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1  -  S? 

r~1  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

E  2 

□  3 

□  4 

r~l  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 


24.  How  many  peopie  report  to  you? 

^  None  /  not  applicable 


□ 

□ 

□ 

□ 


1-2 

3-5 

7-8 

Greater  than  8 


Please  provide  your  additional  conunents.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 


Comments: 

Q5-6-7.  Funding  comes  from  BMDO  and from  prefect  offices  although  much  of  it  is  from  BMDO.  Requirements 
come  from  prefects  as  well  as  generated  within  Ae  contract  for  technology  advancement  and  upgrades.  Products  feed 
into  the  prefects  and  made  available  to  the  missile  drfense  community. 


Q13.  Reward  system.  In  times  past  everyone  got  a  cash  award  the  amount  of  which  was  based  roughly  on  work 
performed  over  dre  pas  year.  Good  workers  got  more.  Now  "pets”  get  money  others  do  not 

QD.  Our  division  leader  is  usually  gone.  Persons  who  are  acting  chiffi  do  not  have  the  background  to  judge 
program  issues  or  concerns  so  there  is  very  little  guidance  from  the  manager.  Manager  is  not  here  to  know  whether 
to  ^k  up  employee  or  not.  There  are  very  few  division  staff  meetings.  Problem  employees  do  not  seem  to  be 
counseled  because  manager  does  not  want  to  confront  the  issue.  If  they  are  counseled,  there  does  not  seem  to  be  any 
change  in  problem  employe  behavior. 

Q16.  Some  decisions  are  made  on  the  employee  level  because  the  management  is  not  here  to  provide  guidance.  Some 
decisions  are  made  by  time  running  out.  Notthing  decided  so  they  work  themselv^  out.  Some  decisions  are  made  by 
higher  levd  managers  outside  the  directorate  for  political  reasons,  without  consulting  the  workers  that  are  the  closest 
to  the  problem. 

Q17.  There  is  no  consistant  method  to  insure  employee  compliance  with  organization ’s  requirement  Some  people 
are  watched  very  closely  for  their  leave  and  work.  Others  have  cronic  attendance  problems,  or  anger  management 
problems  and  yet  they  aren 't  counseled  at  all  or  enough  to  show  a  correction  to  the  problem.  Many  times  thing  are 
not  "against  the  rules"  until  someone  breaks  them  and  then  they  suffer  from  them. 


Please  type  additional  comments  here 

->->">Now  before  you  do  anything  else...,  S>1VE  this  document! ^4-4- 

Thank  you  for  takii^  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 

Stephen  Blake  at  Steve  erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Siirvey 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the 
mouse  to  navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you 
for  your  time!!!  Ready....Set...GO!!!! 

1.  What  is  your  position  in  this  organization? 

Q  Director,  Assistant  Director 

r~l  Division  Chief 

I  I  Team  Leaders 

El  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

K1  Less  than  1  year 

I  I  1-3  years 

I  I  4-6  years 

I  I  7-9  years 

□  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

I  I  Less  than  2  years 

r~l  3-5  years 

El  6-10  years 

r~l  11-15  years 

I  I  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

El  Core  Employee  working  within  the  Sensors  Directorate 

I  I  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

□  From  the  vertical  chain  of  command 

r~1  From  horizontal  project  teams 

El  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

13  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

I  I  A  completely  separate  organization;  outside  the  sensors  directorate 


7. 


Where  does  your  immediate  work  group's  results  go? 


Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 


8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

I  I  Restricted  access 

I  I  Minimal  access 

I  I  Some  access 

IXI  Access  to  most 

r~l  Total  and  open  access 


9. 


How  does  communication  flow  within  your  organization? 


□ 

□ 

□ 

m 


□ 


It  doesn't  I  feel  like  a  mushroom. 

Formal  communications  down  the  chain  only  (policy  letters,  directives) 

Some  formal  commimications,  some  informal  from  other  sections,  newsletters 
Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

Always  open  and  honest;  commimications  flow  easily  across  all  sections,  up,  down,  and 
across  aU  sections 


10.  Is  your  organization's  vision: 

I  I  Poorly  tmderstood?  —  Don't  tmderstand  how  my  job  fits  into  the  organization's  vision. 

^  Moderately  tmderstood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

I  I  Well  understood?  —  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 
achieve  it 


11.  How  does  your  organization  accomplish  organizational  goal  setting? 

I  I  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

I  I  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

I  I  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

M  Goals  are  developed  with  upper  management  and  some  worker  involvement 
□  Goals  developed  and  implemented  by  teams. 


12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

13  No  risk  taking  here.  If  I  do,  if  s  resume  time. 

I  I  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it 
□  Definitely,  risk  taking  is  encouraged  and  promoted  by  tiie  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

Negative  rewards— nothing  when  we  do  right,  punished  when  we  make  a  mistake 
Individual  rewards  for  individual  performance 
Individual  rewards  for  team/ organization  performance. 

Some  team-wide  rewards  and  some  individual  rewards. 

Teams  rewarded  for  team/  organization  successes  and  innovation. 


□ 


□ 

□ 

□ 


14. 


How  does  your  organization  motivate  its  workers  (select  all  that  apply)7 
I  I  Motivates  by  fear. 

^  W ork  benefits,  working  conditions,  job  security 

^  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
0  Awards,  job  titles,  public  recognition 

□  Increase  in  authority,  growth  and  advancement 


IS.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

□  Authoritarian;  Attila  the  Hxm  style;  management  directs. 

□  Use  of  selling  techniques 

S  Situational;  management  style  varies  with  situation 
□  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
I  I  Participative  and  people  orientated,  listening  to  workers 


16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

□  All  decisions  and  problem  solving  are  made  at  the  top 

I  I  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 
□  Most  made  at  the  local  office  level 

□  All  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

□  Policy  manuals;  rule  &  regulations;  management  implemented 

□  Adherence  to  management s  plans  and  budgets 

□  Periodic  comprehensive  assessment  against  project  goals 

12  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 

organization 

Self  control  by  using  organizational  values  and  work  culture 


18.  What  type  of  training  and  education  is  encouraged? 

□  None.  We  do  it  only  if  we  want  it. 

I  I  Only  job  related;  management  authorized  selected  program  of  study 

I  I  Management  and  worker  select  program  of  study 

[2  Some  not  directly  job  related;  management  and  worker  jointly  selects 
I  I  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

0  No 

C]  Yes 


20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

I  I  No  support— numerous  work/ school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

□  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

[2  FuU  support.  Work  schedules  are  actively  arranged  around  class  times. 


21 .  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 
4-6 
7-10 

I  I  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 

on  a  scale  from  1-5? 

□  1  -  No  competition 

□  2 

□  3 

El  4 

□  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1  -  S? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

3 

4 

^  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

1^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

I  I  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest  Let'em  rip!!! 
Please  type  additional  comments  here 

->->->Now before  you  do  anything  else....  SAVE  this  document! 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 


Stephen  Blake  at  steve  erin@msn.com 
Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizarional  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  tire  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  maU). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instmctions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the 
mouse  to  navigate  through  tiie  form,  "click"  the  appropriate  answers.  Again,  thank  you 
for  your  tiine!!!  Ready.... Set. ..GOIHI 

1.  What  is  your  position  in  this  organization? 

r~l  Director,  Assistant  Director 

r~l  Division  Chief 

r~]  Team  Leaders 

^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

□  Less  than  1  year 

^  1-3  years 

r~l  4-6  years 

I  I  7-9  years 

□  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

f~l  Less  than  2  years 

r~1  3-5  years 

n  6-10  years 

11-15  years 

r~l  Greater  tium  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

3  Core  Employee  working  within  the  Sensors  Directorate 

□  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

□  From  the  vertical  chain  of  command 

n  From  horizontal  project  teams 

3  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
13  Someone  outside  your  division,  but  still  within  tire  Sensor  Directorate 

I  I  A  completely  separate  organization;  outside  ihe  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

□  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
3  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

I  I  A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

r~l  Restricted  access 

r~|  Minimal  access 

□  Some  access 

3  Access  to  most 

n  Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

□  It  doesn't  I  feel  like  a  mushroom. 

I  I  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

3  Some  formal  communications,  some  informal  from  other  sections,  newsletters 
I  I  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

I  I  Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 

10.  Is  your  organization’s  vision: 

[~~|  Poorly  understood?  —  Don't  xmderstand  how  my  job  fits  into  the  organization's  vision. 

13  Moderately  understood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

□  Well  understood?  - 1  understand  our  vision  and  how  my  job  and  group  is  helping  to 
achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

3  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

[~1  Goads  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 
r~1  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

□  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

□  Goals  developed  and  implemented  by  teaims. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

I  I  No  risk  taking  here.  If  I  do,  it's  resume  time. 

3  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

r~|  Definitely,  risk  hiking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

3  Negative  rewards — nothing  when  we  do  right,  punished  when  we  make  a  mistake 

3  Individual  rewards  for  individual  performance 
n  Individual  rewards  for  team/ organization  performance. 

□  Some  team-wide  rewards  and  some  individueil  rewards. 

□  Teams  rewarded  for  team/organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)7 
□  Motivates  by  fear. 

□  Work  benefits,  working  conditions,  job  security 

13  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
I  I  Awards,  job  titles,  public  recognition 
I  I  Increase  in  authority,  growtii  and  advancement 


15.  What  is  the  dominant  leadership  styie  used  to  get  work  done  in  your  organization? 

□  Authoritarian;  Attila  the  Him  style;  management  directs. 

□  Use  of  selling  techniques 

13  Situational;  management  style  varies  with  situation 
r~|  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
I  I  Participative  and  people  orientated,  listening  to  workers 


16.  How  are  decision  making  and  probiem  soiving  accomplished  in  your  organization? 

I  I  All  decisions  and  problem  solving  are  made  at  the  top 

I  1  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 
3  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 
I  I  Most  made  at  the  local  office  level 

I  I  All  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applk:able  responses)? 

I  I  Policy  manuals;  rule  &  regulations;  management  implemented 

[~~|  Adherence  to  management  s  pleins  and  budgets 

n  Periodic  comprehensive  assessment  against  project  goals 

3  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

r~|  Self  control  by  using  organizational  values  and  work  culture 


18.  What  type  of  training  and  education  is  encouraged? 

□  None.  We  do  it  only  if  we  want  it. 

I  I  Only  job  related;  management  authorized  selected  program  of  study 

I  I  Management  and  worker  select  program  of  study 
□  Some  not  directly  job  related;  management  and  worker  jointly  selects 

3  Direct  and  non-direct  job  related;  selected  by  worker 


19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

3  No 
□  Yes 


20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

□  No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

□  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

3  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  In  your  immediate  work  group? 

□  1-3 

□  4-6 

^  7-10 

I  I  over  10 


22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1*5? 

r~l  1  -  No  competition 

□  2 

□  3 

13  4 

r~|  5  -  Very  competitive 


23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1—5? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

3 

4 

5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 


24.  How  many  people  report  to  you? 

^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

n  Greater  than  8 


Please  provide  your  additional  comments.  Here's  your  chance  to  be  pamfully  honest.  Let'em  rip!!! 


Please  type  additional  comments  here 

-»^->Now  before  you  do  anything  else....  SAVE  this  document! 4-^^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  surv^  back  to  me  at  the  following  address: 

Stephen  Blake  at  steve  erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey  and  all 
answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to  determine  trends.  These 
trends  will  be  used  to  analyze  your  organization’s  structure.  However,  NO  INDIVIDUAL  SURVEY  DATA 
WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the  resulting  analysis  are  an  attempt  to  help 
identify  any  opportunities  for  improvement  in  how  your  organization  is  structured.  Your  assistance  is  greatly 
appreciated. 


At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or  recommendations  to 
improve  this  survey.  When  completed,  please  save  the  document  first,  and  then  return  the  survey  DIRECTLY  to 
me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE  BEST 
ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to  navigate 
through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your  time!!! 

Ready ..  ..Set. ..  GO! !! ! 


1. 


What  is 


□ 

□ 


your  position  in  this  organization? 

Director,  Assistant  Director 
Division  Chief 
Team  Leaders 
Team  members 


How  long  have  you  been  with  the  Sensor  Directorate? 

n  Less  than  I  year 

r~|  1-3  years 

4-6  years 
M  7-9  years 

□  Greater  than  9  years 


3.  How  long  have  you  been  employed  by  the  federal  government? 

□  Less  than  2  years 

[~~|  3-5  years 

□  6-10  years 

11-15  years 

^  Greater  than  1 5  years 


4. 


How  do  you  fit  into  the  Sensors  Directorate? 


Core  Employee  working  within  the  Sensors  Directorate 
Matrixed  out  of  the  directorate 


5. 


Where  does  your  work  group  receive  funding  from? 


From  the  vertical  chain  of  command 
From  horizontal  project  teams 

From  agencies  outside  the  Sensors  Directorate 


Where  does  your  immediate  work  group's  inputs  come  from? 

r~1  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
r~|  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 


A  completely  separate  organization;  outside  the  sensors  directorate 


7.  Where  does  your  immediate  work  group's  results  go? 

□  Someone  within  your  work  group 

I  I  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
n  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 


8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 


Restricted  access 

Minimal  access 

'  □ 

Some  access 

□ 

Access  to  most 

□ 

Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

It  doesn’t.  I  feel  like  a  mushroom. 

Formal  communications  down  the  chain  only  (policy  letters,  directives) 

□  Some  formal  communications,  some  informal  from  other  sections,  newsletters 
n  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually  open  and 
honest 

I  I  Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and  across  all 
sections 


10.  Is  your 


□ 


organization’s  vision: 

Poorly  understood?  ~  Don’t  understand  how  my  job  fits  into  the  organization’s  vision. 
Moderately  understood?  - 1  know  what  our  vision  is,  but  not  sure  about  my  role. 

Well  understood?  -- 1  understand  our  vision  and  how  my  job  and  group  is  helping  to  achieve  it. 


11.  How  does  your  organization  accomplish  organizational  goal  setting? 

I  I  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 
0-  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 
□  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

□  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

□  Goals  developed  and  implemented  by  teams. 


12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

□  No  risk  taking  here.  Ifl  do,  it’s  resume  time, 
a  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 
Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 


13.  What  type  of  reward  system  is  used  in  your  organization? 

JS:"  Negative  rewards — ^nothing  when  we  do  right,  punished  when  we  make  a  mistake 

□  Individual  rewards  for  individual  performance 
□  Individual  rewards  for  team/organization  performance. 

□  Some  team- wide  rewards  and  some  individual  rewards. 

□  Teams  rewarded  for  team/organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

□  Motivates  by  fear. 

□  ,  Work  benefits,  working  conditions,  job  security 

Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
QC  Awards,  job  titles,  public  recognition 

py  Increase  in  authority,  growth  and  advancement 


15.  What  is  the  dominant  ieadership  styie  used  to  get  work  done  in  your  organization? 

□  Authoritarian;  Attila  the  Hun  style;  management  directs. 

Use  of  selling  techniques 

□  Situational;  management  style  varies  with  situation 

□  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
□  Participative  and  people  orientated,  listening  to  workers 


16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

Q  All  decisions  and  problem  solving  are  made  at  the  top 

Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 
I  I  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/office  —  depends  upon 
the  issue 

r~|  Most  made  at  the  local  office  level 

n  All  decisions  /  problem  solving  made  at  the  local  office  level 


17. 


What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  seiectall  applicable  responses)? 


Policy  manuals;  rule  &  regulations;  management  implemented 
Adherence  to  management’s  plans  and  budgets 

Periodic  comprehensive  assessment  against  project  goals 

Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the  organization 
Self  control  by  using  organizational  values  and  work  culture 


18.  What  type  of  training  and  education  is  encouraged? 

□  None.  We  do  it  only  if  we  want  it. 

O'  Only  job  related;  management  authorized  selected  program  of  study 

r~l  Management  and  worker  select  program  of  study 
□  Some  not  directly  job  related;  management  and  worker  jointly  selects 
I  I  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

No 

Yes 


20.  is  (has) 

□ 

□ 


management  supporting  (supported)  your  educational  goals? 

No  support — ^numerous  work/school  conflicts.  Work  is  assigned  despite  known  education 
schedules. 

Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

^  4-6 

□  7-10 

r~|  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

1  -  No  competition 

-0.  2 

T] 

□ 


3 

4 


n  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

2 

□  3 

□  4 

[]]  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 


24.  How  many  people  report  to  you? 

None  /  not  applicable 
1-2 
3-5 

□  7-8 

□  Greater  than  8 


Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip! ! ! 


Please  type  additional  comments  here 


-^->->Now  before  you  do  anything  else....  SAVE  this  document! 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor! ! !  Please  e-mail  the  completed 
survey  back  to  me  at  the  following  address: 

Stephen  Blake  at  Steve  erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survg 

(Estimated  time  to  complete:  10  mimites) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey  and  all 
answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to  determine  traids.  These 
trends  will  be  used  to  analyze  your  organization’s  structure.  However,  NO  INDIVIDUAL  SURVEY  DATA 
WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the  resulting  analysis  are  an  attempt  to  help 
identify  any  opportunities  for  improvement  in  how  your  organization  is  structured.  Your  assistance  is  greatly 
appreciated 

At  the  end  of  the  survey,  an  additional  space  is  prowded  for  comments,  clarifications,  or  recommendations  to 
inqjrove  this  survey.  When  confq)lrted,  please  save  the  document  first,  and  then  return  Ihe  survey  DIRECTLY  to 
me  via  e-mail,  fex,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instriiptinns-  There  are  24  questions  and  cme  box  for  any  additional  comments.  Please  select  THE  ONE  BEST 
ANSWER  bv  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to  navigate 
dirough  die  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your  time!!! 

Ready.. ..Set.. .GO!!!! 

1 .  What  is  your  position  in  this  organization? 

n  Director,  Assistant  Director 

r~l  Division  Chief 

0  Team  Leaders 

r~l  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

r~l  Less  than  1  year 

O  1-3  years 

Q  4-6  years 

r~l  7-9  years 

[yi  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

r~l  Less  dian  2  years 

r~l  3-5  years 

r~l  6-10  years 

®  11-15  years 

r~|  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

Core  Enqiloyee  working  within  die  Sensors  Directorate 
Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

Q  From  the  vertical  chain  of  command 
r~1  From  horizontal  project  teams 

pn  From  ag^cies  outside  the  Sensors  Directorate 

6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□  Someone  within  your  work  group 

i~l  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

r~l  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 


1^  A  completely  s^arate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

r~1  Someone  within  your  work  group 

n  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
Q  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  corrqrletely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

O  Restricted  access 

Q  Minimal  access 

r~1  Some  access 
S  Access  to  most 

[~l  Total  and  qren  access 

9.  How  does  communication  flow  within  your  organization? 

O  It  doesn’t.  I  feel  like  a  mushroom. 

n  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

O  Some  formal  communications,  some  informal  from  other  sections,  newsletters 

1^  Mostly  informal  and  q)en  in  and  between  sections;  flows  fi’om  many  directions;  usually  q)en  and 
honest 

r~l  Always  open  and  honest;  commimications  flow  easily  across  all  sections,  up,  down,  and  across  all 
sections 

10.  Is  your  organization's  vision: 

r~1  Poorly  imderstood?  ~  Don’t  imderstand  how  my  job  fits  into  the  organization’s  vision. 
r~l  Moderately  understood?  -- 1  know  what  our  vision  is,  but  not  sure  about  my  role. 
fvPI  Well  understood?  -- 1  understand  our  vision  and  how  my  job  and  group  is  helping  to  achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

r~l  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 
n  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

O  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

n  Goals  are  develq)ed  with  upper  management  and  some  worker  involvement. 

IXI  Goals  develqied  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

n  No  risk  taking  here.  If  I  do,  it’s  resiune  time. 

0  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

[~j  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

□  Negative  rewards — ^nothing  when  we  do  right,  punished  when  we  make  a  mistake 

Individual  rewards  for  individual  performance 
r~l  hidividual  rewards  for  team/oiganization  performance. 
r~l  Some  team-wide  rewards  and  some  individual  rewards. 

n  Teams  rewarded  for  team/organization  successes  and  innovation. 

14.  How  does  your  organization  motivate  its  workers  (select  all  that  applyP 

r~1  Motivates  by  fear. 

r~l  Work  benefits,  working  conditions,  job  security 

0  Financial  rewards  tied  to  adiieving  position  objectives  listed  in  job  description 

0  Awards,  job  titles,  public  recognition 
0  hicrease  in  authority,  growth  and  advancement 


15.  What  is  the  dominant  ieadership  style  used  to  get  work  done  in  your  organization? 

n  Authoritarian;  Attila  die  Hun  style;  management  directs. 
n  Use  of  selling  techniques 

n  Situational;  management  style  varies  with  situation 
0  Consistent  delegation  of  tasks  and  authority  to  get  it  done 

□  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

n  All  decisions  and  problem  solving  are  made  at  the  top 
rn  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

f~l  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/office  -  depends  upon 
the  issue 

r~l  Most  made  at  the  local  office  level 
Kl  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

Policy  manuals;  rule  &  regulations;  management  implemented 
□  Adherence  to  management’ s  plans  and  budgets 

r~l  Periodic  comprehensive  assessment  against  project  goals 

IAI  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the  organization 

IFI  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

n  None.  We  do  it  only  if  we  want  it. 

r~1  Only  job  related;  management  audiorized  selected  program  of  study 

Management  and  worker  select  program  of  study 
n  Some  not  directly  job  related;  management  and  worker  jointly  selects 

n  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

El  No 

□  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

f~l  No  support — numerous  work/school  conflicts.  Work  is  assigned  despite  known  education 

schedules. 

□  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

Full  siq)port.  Work  schedules  are  actively  arranged  around  class  times. 


21 .  How  many  are  people  are  in  your  immediate  work  group? 

H  1-3 

□  4-6 

□  7-10 

r~l  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

n  1 -Nocoirqjetition 

□  2 

K1  3 

□  4 


Q  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

I  I  1  —  No  group  cohesicm.  I  just  do  the  work  and  leave. 

□  2 

□  3 

□  4 

E  5  -  Much  sharing  of  info  and  resources  (i.e.  peqrle  and  equ^ment) 

24.  How  many  people  report  to  you? 

El  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

[H  GreaterthanS 

Please  provide  your  additional  comments .  Here's  your  chance  to  be  painfully  honest.  Let'em  rip ! ! ! 


Please  type  additional  comments  here 


-^->-^Now  before  you  do  anything  else. . . .  SA  VE this  document! 4-4-^ 

Thattk  you  for  taking  the  time  to  complete  Uiis  survey.  I  appreciate  your  candor!  1 1  Please  e-mail  the  coitq)leted 
survey  back  to  me  at  Uie  following  address; 

Stephen  Blake  at  Steve  erin@msn.com 


Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Stirve^ 

(Estimated  time  to  complete:  10  minutes) 


The  foUowing  survey  wiU  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  th(^'iim''ry  PIPFCThY  tn  rnr  'irin  e-mail,  fax,  or  U.S.  Maiil  (snail  mail). 


Stephen  Blake 


Email 

Steve  Erin@msn.com 


Pkme  Fax  Snail  Mail 

(25^  (256)  1321  Grande  View  Bvd  #2025 

-4^587  890-6608  HSV,  AL  35824 


Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the 


mouse  to  navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you 
for  your  time!!!  Ready. ...Set.. .GO!!!! 


1.  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

□  Division  Chief 

Team  Leaders 
I  I  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

□  Less  than  1  year 

I  I  1-3  years 

□  4-6  years 

□  7-9  years 

1^  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 


□  Less  than  2  years 

r~|  3-5  years 

I  I  6-10  years 

r~l  11-15  years 

^  Greater  than  15  years 

How  do  you  fit  into  the  Sensors  Directorate? 

Core  Employee  working  within  the  Sensors  Directorate 
I  I  Matrixed  out  of  the  directorate 

Where  does  your  work  group  receive  funding  from? 

r~l  From  the  vertical  chain  of  command 

r~l  From  horizontal  project  teams 

From  agencies  outside  the  Sensors  Directorate 


6. 


Where  does  your  immediate  work  group's  inputs  come  from?  ^  /)  ty 

□  Someone  within  your  work  group  <=^  ^ 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate  ^  ^  ^  7 

□  A  completely  separate  organization;  outside  the  sensors  directorate  y 


7. 


8. 


Where  does  your  immediate  work  group's  results  go? 

n  Someone  within  your  work  group 

I  I  Someone  in  the  vertical  chain  of  conunand,  but  still  within  your  division 

□  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

13  A  completely  separate  organization;  outside  the  sensors  directorate 

How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 


// 


□ 

□ 


□ 

□ 


Restricted  access 
Minimal  access 
Some  access 
Access  to  most 
Total  and  open  access 


9.  How  does  communication  flow  within  your  organization? 

r~]  It  doesn't.  I  feel  tike  a  mushroom. 

I  I  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

Some  formal  commxmications,  some  informal  from  other  sections,  newsletters 
r~|  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

I  I  Always  open  and  honest;  commtmications  flow  easily  across  aU  sections,  up,  down,  and 
across  all  sections 

10.  Is  your  organization’s  vision:  — 

Poorly  understood?  —  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

I  I  Moderately  vmderstood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

□  Well  understood?  —  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

/Pr^  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 
Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

Goals  are  developed  with  upper  memagement  and  some  worker  involvement. 


□ 

□ 

□ 

□ 


Goals  developed  and  implemented  by  teams. 
l^h^ihC^'h 


12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

No  risk  taking  here.  If  I  do,  it' s  resume  time. 

Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 
I  I  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

□  Negative  rewards —nothing  when  we  do  right,  punished  when  we  make  a  mistake 

Individual  rewards  for  individual  performance 
n  Individual  rewards  for  team/  organization  performance. 

I  I  Some  team-wide  rewards  and  some  individueil  rewards. 

|~|  Teams  rewarded  for  team/  organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

J^^-\  Motivates  by  fear,  flp 
'  '  Work  benefits,  working  conditions,  job  security 

Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
Awards,  job  titles,  public  recognition 


D 
□ 
□ 
□ 


Increase  in  authority,  growtii  and  adveincement 


15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

I  I  Authoritarian;  AttHa  the  Hun  style;  management  directs. 

□  Use  of  selling  techniques 

Q-  Situational;  management  style  varies  with  situation 
□  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
r~l  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

I  I  All  decisions  and  problem  solving  are  made  at  the  top 

I  I  Mostly  a  centralized  core  make  the  decisions  and  do  die  problem  solving 

I  I  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/ office  - 

depends  upon  tihe  issue 
■Q.-  Most  made  at  the  local  office  level 
I  I  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

I  I  Policy  manuals;  rule  &  regulations;  management  implemented 

n  Adherence  to  managemenf  s  plans  and  budgets 

I  I  Periodic  comprehensive  assessment  against  project  goals 

I  I  Team  controlled  by  using  combination  of  milestones  generated  by  die  team  and  the 
organization  cf/’ 

[3.  Self  control  oy  using  organizational  values  and  work  cidture 

18.  What  type  of  training  and  education  is  encouraged? 

n  None.  We  do  it  only  if  we  want  it. 

□  Only  job  related;  management  authorized  selected  program  of  study 

r~]  Management  and  worker  select  program  of  study 

"Q-  Some  not  direcdy  job  related;  management  and  worker  jointly  selects 
I  I  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

Hs  No 

□  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

□  No  support— numerous  work/ school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

n  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 
r~l  Full  support.  Work  schedules  are  actively  arranged  aroxmd  class  times. 


21.  How  many  are  people  are  In  your  immediate  work  group? 

□  1-3 

B  4-6 

□  7-10 

I  I  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  externai  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

□  1  -  No  competition 

Si  ' 

0-  3 

□  4 

□  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

‘6  ; 

□  4 

I  I  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 


□ 

None  /  not  applicable 

□ 

1-2 

ft 

3-5 

□ 

7-8 

□ 

Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 

Please  type  additional  comments  here 

-^-^->Now  before  you  do  anything  else....  SAVE  this  doctimentl^^^- 

Thank  you  for  taking  the  time  to  complete  this  survey.  1  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 

Stephen  Blake  at  steve  erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 

y7  ^  /f  /7  ./O  y)  ^  y2 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportxmities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 


At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 


Email 

Stephen  Blake  Steve_Erin@msn.com 


Phone  Fax  Snail  Mail 

(256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 


Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  bv  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready _ Set.. .GO!!!! 


1.  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

Division  Chief 
f~1  Team  Leaders 

I  I  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

□  Less  than  1  year 

I  I  1-3  years 

I  I  4-6  years 

n  7-9  years 

Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

□  Less  than  2  years 

r~|  3-5  years 

□  6-10  years 

n  11-15  years 

Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

^  Core  Employee  working  within  the  Sensors  Directorate 

Q  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

I  I  From  the  vertical  chain  of  command 

I  I  From  horizontal  project  teams 

la  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

r~l  Someone  within  your  work  group 

[  I  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

r~l  Someone  within  your  work  group 

I  I  Someone  in  the  vertical  chain  of  conunand,  but  stiU  within  your  division 

I  I  Someone  outside  your  division,  but  still  within  ihe  Sensor  Directorate 
m  A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

□  Restricted  access 

I  I  Minimal  access 

^  Some  access 

r~l  Access  to  most 

r~]  Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

□  It  doesn't  I  feel  like  a  mushroom. 

□  Formal  commtmications  down  the  chain  only  (policy  letters,  directives) 

^  Some  formal  communications,  some  informal  from  other  sections,  newsletters 
I  I  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

I  I  Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 

10.  Is  your  organization’s  vision: 

Poorly  understood?  —  Don't  understand  how  my  job  fits  into  the  organization's  vision. 
^  Moderately  rmderstood?  ~  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

□  Well  understood?  ~  I  xmderstand  our  vision  and  how  my  job  and  group  is  helping  to 
achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

I  I  jsjo  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

1^  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

[~|  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

I  I  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

□  No  risk  taking  here.  If  I  do,  it's  resume  time. 

13  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

I  I  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

I  I  Negative  rewards —nothing  when  we  do  right,  punished  when  we  make  a  mistake 

lEl  Individual  rewards  for  individual  performance 

n  Individual  rewards  for  team/  organization  performance. 

□  Some  team-wide  rewards  and  some  individual  rewards. 

[~~|  Teams  rewarded  for  team/  organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

I  I  Motivates  by  fear. 

^  Work  benefits,  working  conditions,  job  security 

I  I  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
□  Awards,  job  titles,  public  recognition 

I  I  Increase  in  authority,  growth  and  advancement 


IS.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

r~1  Authoritarian;  Attila  the  Hun  style;  management  directs. 

^  Use  of  seUing  techniques 

I  I  Situational;  management  style  varies  with  situation 
I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
I  I  Participative  and  people  orientated,  listening  to  workers 


16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

I  I  AU  decisions  and  problem  solving  are  made  at  the  top 

Kl  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

I  I  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  ffie  issue 
I  I  Most  made  at  the  local  office  level 

r~1  AU  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

I  I  Policy  manuals;  rule  &  regulations;  management  implemented 

M  Adherence  to  management  s  plans  and  budgets 

□  Periodic  comprehensive  eissessment  against  project  goals 

I  I  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

I  I  Self  control  by  using  organizational  values  and  work  culture 


18.  What  type  of  training  and  education  is  encouraged? 

r~|  None.  We  do  it  only  if  we  want  it. 

KI  Only  job  related;  management  authorized  selected  program  of  study 

n  Management  and  worker  select  program  of  study 

□  Some  not  directly  job  related;  management  and  worker  jointly  selects 

Q  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

S  No 

□  Yes 


20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

I  I  No  support— ntraierous  work/sehool  conflicts.  Work  is  assigned  despite  known 

education  schedules. 


Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

Fvill  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

□  4-6 

□  7-10 

^  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

□  1  -  No  competition 

□  2 

□  3 

□  4 

1^  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

□  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

S  2 

□  3 

□  4 

r~|  5  -  Much  sharing  of  info  and  resources  (ie.  people  and  equipment) 

24.  How  many  people  report  to  you? 

□  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

1$^  Greater  tiian  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  comments  here 

^-^-^Now  before  you  do  anything  else.  ...SAVE  this  document!  ^<-4- 

Thank  you  for  taking  the  time  to  complete  this  siuvey.  1  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address; 


Stephen  Blake  at  steve  erin@msn.com 
Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 
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Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  ttie 
resulting  analysis  are  an  attempt  to  help  identify  any  opportvmities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  flie 
mouse  to  navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you 
for  your  time!!!  Ready... .Set.. .GO!!!! 


1.  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

ET  Division  Chief 

□  Team  Leaders 

r~l  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

□  Less  than  1  year 

1-3  years 
Ft  4-6  years 

f~1  7-9  years 

I  I  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

I  I  Less  than  2  years 

I  I  3-5  years 

□  6-10  years 

I  I  11-15  years 

Greater  than  15  years 


4.  How  do  you  fit  into  the  Sensors  Directorate? 

Core  Employee  working  within  the  Sensors  Directorate 
I  I  Matrixed  out  of  the  directorate 


5. 


Where  does  your  work  group  receive  funding  from? 


From  the  vertical  chain  of  command 

From  horizontal  project  teams 

From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

I  I  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

n  Someone  outside  your  division,  but  stiU  within  the  Sensor  Directorate 
rrU^  A  completely  separate  organization;  outside  the  sensors  directorate 


7.  Where  does  your  immediate  work  group's  results  go? 

I  I  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□  Someone  outside  your  division,  but  stiU  within  the  Sensor  Directorate 

A  completely  separate  organization;  outside  the  sensors  directorate 


8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

□  Restricted  access 

□  Minimal  access 

□  ^  Some  access 

Access  to  most 
n  Total  and  open  access 


9. 


How  does  communication  flow  within  your  organization? 


□ 

□ 

□ 

ny 


□ 


It  doesn't  I  feel  like  a  mushroom. 

Formal  communications  down  the  chain  only  (policy  letters,  directives) 

Some  formal  communications,  some  informal  from  other  sections,  newsletters 
Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

Always  open  and  honest;  communications  flow  easily  across  aU  sections,  up,  down,  and 
across  all  sections 


10.  Is  your  organization's  vision: 


Poorly  understood?  ~  Don't  understand  how  my  job  fits  into  the  organization's  vision. 
Moderately  understood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

Well  understood?  —  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 
achieve  it 


11.  How  does  your  organization  accomplish  organizational  goal  setting? 


No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 
Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 
Most  goals  are  top  down.  Litde  worker  involvement  in  setting  goals. 

Goals  are  developed  with  upper  management  and  some  worker  involvement. 

Goals  developed  and  implemented  by  teams. 


12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

CU  No  risk  taking  here.  If  I  do,  it's  resume  time. 

□  Yes,  low  cost  risk  taking  is  tolerated,  but  flie  organization  has  many  restrictions  on  it. 
□  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 


13. 


What  type  of  reward  system  is  used  in  your  organization? 


□ 

□ 

□ 


Negative  rewards  —nothing  when  we  do  right,  punished  when  we  make  a  mistake 
Individual  rewards  for  individual  performance 
Individual  rewards  for  team/  organization  performance. 

Some  team-wide  rewards  and  some  individual  rewards. 

Teams  rewarded  for  team/  organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 


□ 

□ 

□ 


Motivates  by  fear. 

Work  benefits,  working  conditions,  job  security 

Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
Aweirds,  job  titles,  public  recognition 
Increase  in  authority,  growth  and  advancement 


15.  What  is  the  dominant  leadership  styie  used  to  get  work  done  in  your  organization? 


□ 

□ 


Authoritarian;  Attila  the  Him  style;  management  directs. 
Use  of  selling  techniques 

Situational;  management  style  varies  with  situation 
Consistent  delegation  of  tasks  and  authority  to  get  it  done 
Participative  and  people  orientated,  iistening  to  workers 


16. 


How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 


AU  decisions  and  problem  solving  are  made  at  die  top 

Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 

depends  upon  the  issue 

Most  made  at  the  local  office  level 

All  decisions  /  problem  solving  made  at  tiie  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 


Policy  manuals;  rule  &  regulations;  management  implemented 
Adherence  to  management' s  plans  and  budgets 
Periodic  comprehensive  assessment  against  project  goals 

Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

Self  control  by  using  organizational  values  and  work  culture 


18.  What  type  of  training  and  education  is  encouraged? 


None.  We  do  it  only  if  we  want  it. 

Only  job  related;  management  authorized  selected  program  of  study 
Management  and  worker  select  program  of  study 
Some  not  directly  job  related;  management  and  worker  jointly  selects 
Direct  and  non-direct  job  related;  selected  by  worker 


19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

No 

CH  Yes 


20. 


Is  (has)  management  supporting  (supported)  your  educational  goals? 


□ 


□ 


No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known 
education  schedules. 

Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

FuU  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 
□  1-3 

□  4-6 

□  7-10 

over  10 


22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

□  1  -  No  competition 

□  2 

□  3 

4 

5  -  Very  competitive 


23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  .  2 

3 

□  4 

I  I  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

□  None  /  not  applicable 

□  1-2 

□  3-5 

□  /  7-8 

Greater  than  8 


Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest  Let'em  rip!!! 


Please  type  additional  comments  here 


■^^■^Now before  you  do  anything  else....  SAVE  this  doctiment!^^^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address; 

Stephen  Blake  at  steve  erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 
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Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey  and  all 
answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to  determine  trends.  These 
'  trends  will  be  used  to  analyze  your  organization’s  structure.  However,  NO  INDIVIDUAL  SURVEY  DATA 
WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the  resulting  analysis  are  an  attempt  to  help 
identify  any  opportunities  for  improvement  in  how  your  organization  is  structured.  Your  assistance  is  greatlv 
appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or  recommendations  to 
improve  this  survey.  \^en  completed,  please  save  the  document  first,  and  then  return  the  survey  DIRECTLY  to 
me  via  e-mail,  fex,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  conunents.  Please  select  THE  ONE  BEST 
ANSWER  bv  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to  navigate 
through  the  form,  "click"  die  appropriate  answers.  Again,  thank  you  for  your  time!!! 

Ready ..  ..Set. .  .GO! !! ! 

1.  What  is  your  position  in  this  organization? 

r~]  Director,  Assistant  Director 

n  Division  Chief 

l~l  Team  Leaders 

^  Team  members 

'  2.  How  long  have  you  been  with  the  Sensor  Directorate? 

r~l  Less  than  1  year 

r~1  1-3  years 

r~l  4-6  years 

□  7-9  years 

^  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

□  Less  than  2  years 

O  3-5  years 

r~l  6-10  years 

^  11-15  years 

O  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

^  Core  En:q)loyee  woiking  within  the  Sensors  Directorate 
Q  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

r~l  From  the  vertical  chain  of  command 

n  From  horizontal  project  teams 

1^  From  agencies  outside  die  Sensors  Directorate 

6.  Where  does  your  immediate  work  group's  inputs  come  from? 

Someone  within  your  work  group 

^  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
13  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 


n  A  conqjletely  separate  organization;  outside  the  sensors  directorate 


7.  Where  does  your  immediate  work  group's  resuits  go? 

13  Someone  within  your  work  group 

3  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
13  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
3  A  completely  sqrarate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

□  Restricted  access 

r~l  Minimal  access 

r~l  Some  access 

3  Access  to  most 

r~l  Total  and  <q)en  access 

9.  How  does  communication  flow  within  your  organization? 

Q  It  doesn’t.  I  feel  like  a  mushroom. 

3  Formal  communications  down  die  chain  only  policy  letters,  directives) 

□  Some  formal  conummications,  some  informal  from  other  sections,  newsletters 

r~l  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually  open  and 
honest 

r~l  Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and  across  all 
sections 

10.  Is  your  organization’s  vision: 

n  Poorly  imderstood?  —  Don’t  understand  how  my  job  fits  into  the  organization’s  vision. 
n  Moderately  understood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

3  Well  understood?  ~  I  imderstand  our  vision  and  how  my  job  and  group  is  helping  to  achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

[~~l  No  goal  setting  accompUshed.  Responses  are  reactionary  and  change  day  to  day 
n  Goals  are  developed  at  the  tqi  with  no  worker  involvement  and  downward  directed. 
r~l  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

3  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

r~l  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

3  No  risk  taking  here.  If  I  do,  it’s  resume  time. 
n  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

r~l  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

n  Negative  rewards — nofliing  when  we  do  right,  punished  when  we  make  a  mistake 

3  Individual  rewards  for  individual  performance 
n  Individual  rewards  for  team/organization  performance. 

3  Some  team-wide  rewards  and  some  individual  rewards. 

O  Teams  rewarded  for  team/organization  successes  and  innovation. 

14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

r~l  Motivates  by  fear. 

□  Work  benel^,  woiking  conditions,  job  security 

3  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
O  Awards,  job  titles,  pubhc  recognition 

r~l  hicrease  in  authority,  growth  and  advancement 


15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

n  Authoritarian;  Attila  the  Hun  style;  management  directs. 
r~l  Use  of  selling  techniques 

^  Situational;  management  style  varies  with  situation 
r~]  Consistent  delegation  of  tasks  and  authority  to  get  it  done 

Q  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

r~l  All  decisions  and  problem  solving  are  made  at  the  top 
n  Mostly  a  centraUzed  core  make  die  decisions  and  do  the  problem  solving 

^  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/office  -  depends  upon 
the  issue 

n  Most  made  at  the  local  office  level 
Q  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

^  Policy  manuals;  rule  &  regulations;  management  implemented 
^  Adherence  to  management’s  plans  and  budgets 
O  Periodic  comprehensive  assessment  against  proj  ect  goals 

^  Team  controlled  by  using  combination  of  milestones  gmerated  by  the  team  and  the  organization 
^  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

r~l  None.  We  do  it  only  if  we  want  it. 

O  Only  job  related;  management  authorized  selected  program  of  study 

n  Management  and  worker  select  program  of  study 
C]  Some  not  directly  job  related;  management  and  worker  jointly  selects 
^  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

13  No 
□  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

im  No  support — numerous  woik/school  conflicts.  Work  is  assigned  despite  known  education 

schedules. 

n  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

3  Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 


□  7-10 

3  over  10 


22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

Q  1  -  No  con:5)etition 

□  2 


□  5  -  Very  competitive 

23.  How  would  you  rate  die  cohesiveness  of  your  immediate  work  group  from  1-5? 

r~l  1  -  No  group  cohesi<Mi.  I  just  do  the  work  and  leave. 

□  2 

□  3 

□  4 

^  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

n  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfiilly  honest.  Let'em  rip! ! ! 


Please  type  additional  comments  here 


->->->Now  before  you  do  anything  else. ,  ..SAVE  this  document!  4-^^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor! ! !  Please  e-mail  the  con:q)leted 
survey  back  to  me  at  the  following  address; 


Stephen  Blake  at  steve  erin@.msn.com 
Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Stirvev 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  wiU  be  used  to  analyze  your  organization's  structure.  However, 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  ainalysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  by  selecting  the  box  adjacent  to  ttie  desire  response.  Using  the 
mouse  to  navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you 
for  your  time!!!  Ready. ...Set. ..GO!!!! 


1.  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

□  Division  Chief 

Team  Leaders 
K  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 


□ 


□ 


Less  tiian  1  year 
1-3  years 
4-6  years 
7-9  years 

Greater  Bran  9  years 


3. 


How  long  have  you  been  employed  by  the  federal  government? 

□  Less  than  2  years 

I  I  3-5  years 

□  6-10  years 

□  11-15  years  a  !  ^  L 

Greater  than  15  years  Tt  f  j 


i 


4. 


How  do 


you  fit  into  the  Sensors  Directorate? 

Core  Employee  working  within  the  Sensors  Directorate 
Matrixed  out  of  the  directorate 


5. 


Where  does  your  work  group  receive  funding  from? 


From  the  vertical  chain  of  command 

From  horizontal  project  teams 

From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

I  I  Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
□  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
I  I  A  completely  separate  organization;  outside  the  sensors  directorate 


7. 


Where  does  your  immediate  work  group's  results  go? 


Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 


8. 


How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 


Restricted  access 
Minimal  access 
Some  access 
Access  to  most 
Total  and  open  access 


9. 


How  does  communication  flow  within  your  organization? 


□ 

□ 

□ 


It  doesn't.  I  feel  Uke  a  mushroom. 

Formal  communications  down  the  chain  only  (policy  letters,  directives) 

Some  formal  commxmications,  some  informal  from  other  sections,  newsletters 
Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 
across  aU  sections 


10. 


Is  your  organization’s  vision: 

Poorly  understood?  —  Don't  understand  how  my  job  fits  into  the  organization's  vision. 
r~|  Moderately  understood?  ~  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

n  Well  imderstood?  -- 1  understand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it. 


11.  How  does  your  organization  accomplish  organizational  goal  setting? 


□ 

□ 

□ 


No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 
Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 
Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

Goals  are  developed  with  upper  management  and  some  worker  involvement. 

Goals  developed  and  implemented  by  teams. 


12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

1~|  No  risk  taking  here.  If  I  do,  it' s  resume  time. 

□  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 
Definitely,  risk  taking  is  encouraged  and  promoted  by  the  orgemization. 


13.  What  type  of  reward  system  is  used  in  your  organization? 


□ 


□ 

□ 


Negative  rewards —nothing  when  we  do  right,  pimished  when  we  make  a  mistake 
Individual  rewards  for  individual  performance 
Individual  rewards  for  team/  organization  performance. 

Some  team-wide  rewards  and  some  individual  rewards. 

Teams  rewarded  for  team/  organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 


Motivates  by  fear. 

Work  benefits,  working  conditions,  job  security 

Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 

Awards,  job  titles,  public  recognition 

Increase  in  authority,  growth  and  advancement 


15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

I  I  Authoritarian;  Attila  the  Hun  style;  management  directs. 

□  Use  of  selling  techniques 

Situational;  management  style  varies  with  situation 
□  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
I  I  Participative  and  people  orientated,  listening  to  workers 


16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 


□ 

□ 


AU  decisions  and  problem  solving  are  made  at  the  top 

Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

Some  decisions  and  solutions  made  centrally  emd  some  made  by  local  level/  office  - 

depends  upon  the  issue 

Most  made  at  the  local  office  level 

All  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 


□ 

□ 

□ 

□ 


Policy  manuals;  rule  &  regulations;  management  implemented 
Adherence  to  management s  plans  and  budgets 
Periodic  comprehensive  assessment  against  project  goals 

Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

Self  control  by  using  organizational  values  and  work  culture 


18.  What  type  of  training  and  education  is  encouraged? 


□ 

□ 

□ 

□ 


None.  We  do  it  only  if  we  want  it. 

Only  job  related;  management  authorized  selected  program  of  study 
Management  and  worker  select  program  of  study 
Some  not  directly  job  related;  management  and  worker  jointly  selects 
Direct  and  non-direct  job  related;  selected  by  worker 


19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
thi^rganization? 

^  No 

□  Yes 


20. 


Is  (has)  management  supporting  (supported)  your  educational  goals? 


No  support— numerous  work/ school  conflicts.  Work  is  assigned  despite  known 
education  schedules. 

Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

^  1-3 

□  4-6 

□  7-10 

I  I  over  10 

22.  How  wouid  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

□  1  -  No  competition 

□  2 

□  3 

4 

5  -  Very  competitive 

you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

2 

3 

4 

5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 
people  report  to  you? 

None  /  not  applicable 
1-2 
3-5 
7-8 

Greater  than  8 

Please  proAdde  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  comments  here 

-^^-^Now  before  you  do  anytiiing  else....  SAVE  this  document!^^^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 

Stephen  Blake  at  steve  erin@msn.com 


W 


23.  How  would 


□ 

□ 

□ 

□ 


24.  How  many 

□ 

□ 

□ 

□ 


Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


II 


The  following  sun^ey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey  and  all 

answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to  determine  trends.  These 
trends  will  be  used  to  analyze  your  organization’s  structure.  However,  NO  INDIVIDUAL  SURVEY  DATA 
WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the  resulting  analysis  are  an  attempt  to  help 
identify  any  opportunities  for  improvement  in  how  your  organization  is  structured.  Your  assistance  is  greatly 
appreciated. 

At  the  end  of  the  surv-ey,  an  additional  space  is  provided  for  comments,  clarifications,  or  recommendations  to 
improve  this  survey.  When  completed,  please  save  the  document  first,  and  then  return  the  survey  DIRECTLY  to 
me  via  e-mail,  fex,  or  U.S.  Mail  (snail  mail). 


Stephen  Blake 


Email 

Steve_Erin@msn.com 


Phone  Fax  Snail  Mail 

(256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 


Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE  BEST 
ANSWER  bv  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to  navigate 
through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your  time!!! 

Ready.... Set.. .GGI!!! 


1 .  What  is  your  position  in  this  organization? 

n  Director,  Assistant  Director 

Q  Division  Chief 

nU  Team  Leaders 
Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

n  Less  than  1  year 

r~l  1-3  years 

n  4-6  years 

r~i  7-9  years 

1^  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

r~|  Less  than  2  years 

r~l  3-5  years 

n  6-10  years 

^  11-15  years 

I  I  Greater  than  15  years 


4. 


How  do  you  fit  into  the  Sensors  Directorate? 

1^1  Core  Employee  working  within  tlie  Sensors  Directorate 
r~|  Matrixed  out  of  the  directorate 


5.  Where  does  your  work  group  receive  funding  from? 

n  From  the  vertical  chain  of  command 
I  I  From  horizontal  project  teams 
^  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□  Someone  within  your  work  p^oup 

^  Someone  in  die  vertical  chain  of  command,  but  still  within  your  division 
I  I  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 


□ 

A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

• 

□ 

Someone  within  your  work  group 

lEl 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□ 

Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

□ 

A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  mi 

!ch  access  do  vou  have  to  organization  information,  such  as  other  projects,  external 

competition,  corporate  values,  and/or  strategic  plans?  I 

□ 

Restricted  access 

Minimal  access 

□ 

Some  access 

□ 

Access  to  most 

□ 

Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

□ 

It  doesn’t.  I  feel  like  a  mushroom. 

Formal  communications  down  the  chain  only  (policy  letters,  directives) 

□ 

Some  formal  communications,  some  informal  from  other  sections,  newsletters 

□ 

Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually  c^en  and 
honest 

□ 

Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and  across  all 
sections 

10.  Is  your  organization’s  vision: 

Poorly  understood?  —  Don’t  understand  how  my  job  fits  into  the  organization’s  vision. 

□ 

Moderately  understood?  -- 1  know  what  our  vision  is,  but  not  sure  about  my  role. 

• 

□ 

Well  understood?  -- 1  understand  our  vision  and  how  my  job  and  group  is  helping  to  achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□ 

Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

□ 

Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

□ 

Goals  are  developed  with  upper  management  and  some  worker  involvement. 

□ 

Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

□ 

No  risk  taking  here.  If  I  do,  it’s  resume  time. 

u 

Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restnctions  on  it. 

Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

□ 

Negative  rewards — ^nothing  when  we  do  right,  punished  when  we  make  a  mistake 

lEl 

Individual  rewards  for  individual  performance 

□ 

Individual  rewards  for  team/organization  performance. 

□ 

Some  team-wide  rewards  and  some  indmdual  rewards. 

□ 

Teams  rewarded  for  team/organization  successes  and  innovation. 

14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

□ 

Motivates  by  fear. 

□ 

Work  benefits,  working  conditions,  job  security 

% 

□ 

Financial  rewards  tied  to  adiieving  position  objectives  listed  in  job  description 

□ 

Awards,  job  titles,  public  recognition 

lEI 

Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

n  Authoritarian;  Attila  the  Hun  style;  management  directs. 

[~~l  Use  of  selling  techniques 

^  Situational;  management  style  varies  with  situation 
I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
n  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

I  I  All  decisions  and  problem  solving  are  made  at  the  top 
n  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

^  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/office  -  depends  upon 
die  issue 

I  I  Most  made  at  the  local  office  level 

r~l  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  seiect  all  applicable  responses)? 

^  Policy  manuals;  rule  &  regulations;  management  implemented 
^  Adherence  to  management’s  plans  and  budgets 
r~l  Periodic  comprehensive  assessment  against  project  goals 

□  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the  organization 
Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

1^  None.  We  do  it  only  if  we  want  it. 

n  Only  job  related;  management  authorized  selected  program  of  study 
n  Management  and  worker  select  program  of  study 

r~l  Some  not  directly  job  related;  management  and  worker  jointly  selects 

I  i  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

lEI  No 
□  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

□  No  support — numerous  work/school  conflicts.  Work  is  assigned  despite  known  education 

sdiedules. 

n  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

r~]  Full  support.  Work  schedules  are  actively  arranged  aroimd  class  times. 


21 .  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

lEl  4-6 

□  7-10 

r~l  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

□  1  -  No  competition 

K1  2 


□  3 

□  4 


□  5  -  Veiy  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

1  —  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

□  3 

□  4 

r~  5  -  Much  sharing  of  info  and  resom  ces  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

r~ i  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip! ! ! 


Please  type  additional  comments  here 


^Now  before  you  do  anything  else  ....SAVE  this  document!  <-<-<- 


Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor! ! !  Please  e-mail  the  completed 
survey  back  to  me  at  the  following  address: 


Stephen  Blake  at  steve_erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey  and  all 
answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to  determine  trends.  These 
trends  will  be  used  to  analyze  your  organization’s  structure.  However,  NO  INDIVIDUAL  SURVEY  DATA 
WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the  resulting  analysis  are  an  attempt  to  help 
identify  any  opportunities  for  improvement  in  how  your  organization  is  structured.  Your  assistance  is  greatly 
appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or  recommendations  to 
improve  this  survey.  \^en  completed,  please  save  the  document  first,  and  then  return  the  survey  DIRECTLY  to 
me  via  e-mail,  fex,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THF.  ONE  BEST 
ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to  navigate 
through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your  time!!! 

Ready ..  ..Set. ..  GO! !! ! 


1.  What  is  your  position  in  this  organization? 

n  Director,  Assistant  Director 
r~l  Division  Chief 
D  ^  Team  Leaders 
Pf  Team  members 


2. 


How  long  have  you  been  with  the  Sensor  Directorate? 


□ 

□ 

□ 


Less  than  1  year 
1-3  years 
4-6  years 
7-9  years 

Greater  than  9  years 


3.  How  long  have  you  been  employed  by  the  federal  government? 

n  Less  than  2  years 

O  3-5  years 

im  6-10  years 

IZr  11-15  years 

n  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

0^  Core  Employee  working  within  the  Sensors  Directorate 
r~l  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

CH  From  the  vertical  chain  of  command 
O  From  horizontal  project  teams 

0  From  agencies  outside  the  Sensors  Directorate 

6.  Where  does  your  immediate  work  group's  inputs  come  from? 

r~l  Someone  within  your  woric  group 

Q  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

n  Someone  outside  yom  division,  but  still  within  the  Sensor  Directorate 


A  completely  separate  organization;  outside  the  sensors  directorate 


7.  Where  does  your  immediate  work  group's  resuits  go? 

r~l  Someone  within  your  work  group 

n  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
n  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
0^  A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

O  Restricted  access 

FT"  Minimal  access 

r~l  Some  access 
n  Access  to  most 

[~l  Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

n  It  doesn’t.  I  feel  like  a  mushroom. 

□  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

D  ^  Some  formal  communications,  some  informal  from  other  sections,  newsletters 
0  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually  open  and 
honest 

n  Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and  across  all 
sections 

10.  Is  your  organization’s  vision: 

dl  Poorly  understood?  --  Don’t  understand  how  my  job  fits  into  the  organization’s  vision. 

Q  Moderately  understood?  -- 1  know  what  our  vision  is,  but  not  sure  about  my  role. 

[0  Well  imderstood?  —  I  understand  our  vision  and  how  my  job  and  group  is  helping  to  achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

n  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 
O  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

CH  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

D  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

B  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

□  No  risk  taking  here.  If  I  do,  it’s  resume  time. 

Q"  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

O  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

Negative  rewards — nothing  when  we  do  right,  punished  when  we  make  a  mistake 
Individual  rewards  for  individual  performance 

Individual  rewards  for  team/organization  performance. 

Some  team-wide  rewards  and  some  individual  rewards. 

Teams  rewarded  for  team/organization  successes  and  innovation. 

14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

n  Motivates  by  fear. 

O  Work  benefits,  working  conditions,  job  security 

0^  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
0  Awards,  job  titles,  public  recognition 
0"  Increase  in  authority,  growth  and  advancement 


□ 

□ 

□ 


15.  What  is  the  dominant  ieadership  styie  used  to  get  work  done  in  your  organization? 

n  Authoritarian;  Attila  the  Hun  style;  management  directs. 
n  Use  of  selling  techniques 

n  Situational;  management  style  varies  with  situation 
n  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
0^  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

□  All  decisions  and  problem  solving  are  made  at  the  top 
O  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

□  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/office  —  depends  upon 
the  issue 

0^  Most  made  at  the  local  office  level 
O  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  seiect  ali  appiicabie  responses)? 

O  Policy  manuals;  rule  &  regulations;  management  implemented 
O  Adherence  to  management’s  plans  and  budgets 
O  Periodic  comprehensive  assessment  against  project  goals 

0  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the  organization 
O  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

n  None.  We  do  it  only  if  we  want  it. 

Only  job  related;  management  authorized  selected  program  of  study 
CD  Management  and  worker  select  program  of  study 

0  Some  not  directly  job  related;  management  and  worker  jointly  selects 
0  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

0"  No 
0  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

0  No  support — ^numerous  work/school  conflicts.  Work  is  assigned  despite  known  education 

schedules. 

0^  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

0  Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

0  1-3 

0  4-6 

0  7-10 

0^  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 

on  a  scale  from  1-5? 

0  1  -  No  competition 

0  2 

0  3 

0  4 


0^  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

□  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  .  2 

3 

□  4 

□  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 


24.  How  many  people  report  to  you? 

[3^  None  /  not  applicable 
□  1-2 
□  3-5 

□  7-8 

Q  Greater  than  8 


Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfiilly  honest.  Let'em  rip! ! ! 


Please  type  additional  comments  here 


^Now  before  you  do  anything  else  ....SAVE  this  document !  ^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor! ! !  Please  e-mail  the  completed 
survey  back  to  me  at  the  following  address; 

Stephen  Blake  at  Steve  erin@.msn  com 


Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete;  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 


At  the  end  of  tire  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  tiie  document  first,  and  then 
return  tiie  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  MaE 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  .«;electing  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
navigate  through  the  form,  "cUck”  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready. ...Set.. .GO!!!! 


1 .  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

r~|  Division  Chief 

I  I  Team  Leaders 

15^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

r~|  Less  than  1  year 

I  I  1-3  years 

^  4-6  years 

I  I  7-9  years 

Q  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

□  Less  than  2  years 

□  3-5  years 

^  6-10  years 

I  I  11-15  years 

□  Greater  tiian  15  years 


4. 


5. 


How  do  you  fit  into  the  Sensors  Directorate? 

^  Core  Employee  working  within  the  Sensors  Directorate 

I  I  Matrixed  out  of  tiie  directorate 

Where  does  your  work  group  receive  funding  from? 

^  From  the  vertical  chain  of  command 

I  I  From  horizontal  project  teams 

From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□ 

Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

Someone  outside  your  division,  but  still  within  tiie  Sensor  Directorate 

w 

A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  resuits  go? 

Kl 

Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 

competition,  corporate  values,  and/or  strategic  plans? 

□ 

Restricted  access 

□ 

Minimal  access 

Some  access 

□ 

Access  to  most 

□ 

Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

□ 

It  doesn't  I  feel  like  a  mushroom. 

□ 

Formal  communications  down  tite  chain  only  (policy  letters,  directives) 

Some  formal  commtmications,  some  informal  from  other  sections,  newsletters 

□ 

Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 

open  and  honest 

w 

□ 

Always  open  and  honest;  commimications  flow  easily  across  aU  sections,  up,  down,  and 

across  all  sections 

10.  Is  your  organization’s  vision: 

□ 

Poorly  imderstood?  —  Don't  understand  how  my  job  fits  into  ihe  organization's  vision. 

□ 

Moderately  vmderstood?  ~  1  know  what  our  vision  is,  but  not  sure  about  my  role. 

WeU  understood?  ~  I  imderstand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

□ 

No  goad  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□ 

Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

□ 

Goals  are  developed  with  upper  management  and  some  worker  involvement. 

□ 

Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

□ 

No  risk  taking  here.  If  I  do,  it' s  resume  time. 

13 

Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

□ 

Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

□ 

Negative  rewards  —nothing  when  we  do  right,  punished  when  we  make  a  mistake 

0 

13 

Individual  rewards  for  individual  performance 

□ 

Individual  rewards  for  team/  organization  performance. 

□ 

Some  team-wide  rewards  and  some  individual  rewards. 

□ 

Teams  rewarded  for  team/ organization  successes  and  innovation. 

14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 


□  Motivates  by  fear. 

I  I  Work  benefits,  working  conditions,  job  security 

r~|  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
^  Awards,  job  titles,  public  recognition 

I  I  Increase  in  authority,  growth  and  advancement 


15.  What  is  the  dominant  ieadership  style  used  to  get  work  done  in  your  organization? 

□  Authoritarian;  Attila  the  Him  style;  management  directs. 

I  I  Use  of  selling  techniques 

13  Situational;  management  style  varies  with  situation 
□  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
I  I  Participative  and  people  orientated,  listening  to  workers 


16. 


How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

I  I  All  decisions  and  problem  solving  are  made  at  the  top 

I  I  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

13  Some  decisions  and  solutions  made  centreiUy  and  some  made  by  local  level/  office  - 
depends  upon  tiie  issue 
□  Most  made  at  the  local  office  level 

□  All  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

I  I  Policy  manuals;  rule  &  regulations;  management  implemented 

3  Adherence  to  management  s  plans  and  budgets 

I  I  Periodic  comprehensive  assessment  against  project  goals 

I  I  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

I  I  Self  control  by  using  organizational  values  and  work  culture 


18.  What  type  of  training  and  education  is  encouraged? 

r~|  None.  We  do  it  only  if  we  want  it. 

3  Only  job  related;  management  authorized  selected  program  of  study 

I  I  Management  and  worker  select  program  of  study 

n  Some  not  directly  job  related;  management  and  worker  jointly  selects 

n  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

3  No 

□  Yes 

20.  is  (has)  management  supporting  (supported)  your  educational  goals? 

3  No  support— numerous  work/ school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

r~|  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 
r~|  FuU  support.  Work  schedules  are  actively  arranged  around  class  times. 


21 .  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

□  4-6 

□  7-10 

^  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

I  I  1  -  No  competition 


I  I  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

□  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

ISI  2 


I  I  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

r~]  Greater  than  8 

Please  proAdde  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  conunents  here 

^->^Now before  you  do  anything  else....  SA KFthis  document! 4-^4- 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 


Stephen  Blake  atsteve  erin@msn.com 
Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structiue.  However, 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
reconunendations  to  improve  ttus  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Insfrurtinns:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  bv  selecting  the  box  adjacent  to  the  desire  response.  Using  the 
mouse  to  navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you 
for  your  time!!!  Ready....Set...GO!!!! 


1 .  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

1^  Division  Chief 

r~|  Team  Leaders 

^  Team  members 

2.  How  iong  have  you  been  with  the  Sensor  Directorate? 

r~l  Less  than  1  year 

□  1-3  years 

I  I  4-6  years 

□  7-9  years 

Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

□  Less  than  2  years 

1  I  3-5  years 

I  I  6-10  years 

n  11-15  years 

5^  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

^  Core  Employee  working  within  the  Sensors  Directorate 

□  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

□  From  the  verticed  chain  of  command 

I  1  From  horizontal  project  teams 

1^  From  agencies  outside  the  Sensors  Directorate 


does  your  immediate  work  group's  inputs  come  from? 

Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

r~l  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

I  I  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

n  Restricted  access 

Minimed  access 
I  I  Some  access 

I  I  Access  to  most 

n  Total  and  open  access 

communication  flow  within  your  organization? 

It  doesn't  I  feel  like  a  mushroom. 

Formal  communications  down  the  chain  only  (policy  letters,  directives) 

Some  formal  communications,  some  informal  from  other  sections,  newsletters 
Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

yUways  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 

10.  Is  your  organization’s  vision: 

I  I  Poorly  understood?  —  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

Kl  Moderately  understood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

I  I  Well  vmderstood?  —  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 
achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

□  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

SI  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

n  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 
r~|  Goals  are  developed  with  upper  management  and  some  worker  involvement 
r~|  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

□  No  risk  taking  here.  If  I  do,  if  s  resume  time. 

□  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it 

m  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 


9.  How  does 

□ 

□ 

□ 

□ 


6.  Where 


□ 

□ 

□ 

IS 


13.  What  type  of  reward  system  is  used  in  your  organization? 


□ 

□ 

□ 

□ 


Negative  rewards— nothing  when  we  do  right,  pimished  when  we  make  a  mistake 
Individual  rewards  for  individual  performance 
Individual  rewards  for  team/ organization  performance. 

Some  team-wide  rewards  and  some  individual  rewards. 

Teams  rewarded  for  teeim/ organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)7 

□  Motivates  by  fear. 

Work  benefits,  working  conditions,  job  security 
I  I  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
I  I  Awards,  job  titles,  public  recognition 
I  I  Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

n  Aufiioritarian;  Attila  the  Hun  style;  management  directs. 

I  I  Use  of  selling  techniques 

r~l  Situational;  management  style  varies  with  situation 

s  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
I  I  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

I  I  All  decisions  and  problem  solving  are  made  at  the  top 

I  I  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 
I  I  Most  made  at  the  local  office  level 

I  I  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

□  Policy  manuals;  rule  &  regulations;  management  implemented 

5^  Adherence  to  management' s  plans  emd  budgets 

I  I  Periodic  comprehensive  assessment  against  project  goals 

I  I  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

[3  None.  We  do  it  only  if  we  want  it. 

n  Only  job  related;  management  authorized  selected  program  of  study 

I  I  Management  and  worker  select  program  of  study 

n  Some  not  directly  job  related;  management  and  worker  jointly  selects 
r~]  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

g  No 

[H  Yes 

20.  is  (has)  management  supporting  (supported)  your  educational  goals? 

R|  No  support— niamerous  work/  school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

r~|  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

|~|  Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

1-3 
4-6 
7-10 
over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

□  1  -  No  competition 


K1  4 

I  I  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

K  3 

□  4 

n  5  -  Much  sharing  of  info  and  resources  (Le.  people  and  equipment) 

24.  How  many  people  report  to  you? 

r~l  None  /  not  applicable 

H  1-2 

□  3-5 

□  7-8 

□  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  comments  here  a'Wt  'h 

->-^^Now  before  you  do  anything  else....  SAVE  this  doctunent!<-^4- 


Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 


Stephen  Blake  at  steve  erin@msn.com 
Please  ensure  your  answers  eire  saved  prior  to  sending.  Thank-you. 


Orp;anizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


^  n 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opporhmities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mad). 


Stephen  Blake 


Email 

Steve_Erin@msn.com 


Phone  Fax  Snail  Mail 

(256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 


Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  bv  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 


navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready _ Set.. .GO!!!! 


1.  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

n  Division  Chief 

I  I  Team  Leaders 

^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

□  Less  titan  1  year 

r~|  1-3  years 

I  I  4-6  years 

^  7-9  years 

r~1  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

r~|  Less  than  2  years 

r~l  3-5  years 

^  6-10  years 

I  I  11-15  years 

I  I  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

^  Core  Employee  working  within  the  Sensors  Directorate 

r~]  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

□  From  the  vertical  chain  of  command 

r~|  From  horizontal  project  teams 

13  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  stiU  within  your  division 

□  Someone  outside  your  division,  but  still  within  tiie  Sensor  Directorate 
^  A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

n  Someone  within  your  work  group 

^  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

I  I  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
I  I  A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

^  Restricted  access 

I  I  Minimal  access 

n  Some  access 

I  I  Access  to  most 

n  Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

^  It  doesn't.  I  feel  like  a  mushroom. 

□  Formal  commxmications  down  the  chain  only  (policy  letters,  directives) 

□  Some  formal  commtmications,  some  informal  from  other  sections,  newsletters 

□  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

I  I  Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 

10.  Is  your  organization’s  vision: 

13  Poorly  tmderstood?  -  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

n  Moderately  understood?  —  I  know  what  ovu  vision  is,  but  not  sure  about  my  role. 

□  Well  understood?  - 1  understand  our  vision  and  how  my  job  and  group  is  helping  to 
achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

□  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

3  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

□  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

[~~1  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

□  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

3  No  risk  taking  here.  If  I  do,  it's  resrune  time. 

□  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

□  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

13  Negative  rewards  —nothing  when  we  do  rigfit,  punished  when  we  make  a  mistake 

□  Individual  rewards  for  individual  performance 

I  I  Individual  rewards  for  team/  organization  performance. 

r~|  Some  team-wide  rewards  and  some  individual  rewards. 
r~|  Teams  rewarded  for  team/organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

1^  Motivates  by  fear. 

I  I  Work  benefits,  working  conditions,  job  security 

I  I  Financial  rewards  tied  to  achieving  position  ol^ectives  listed  m  job  description 
I  I  Awards,  job  titles,  public  recognition 
□  Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

I  I  Authoritarian;  Attila  the  Hun  style;  management  directs. 

I  I  Use  of  selling  techniques 

^  Situational;  management  style  varies  with  situation 

I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
r~l  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

^  AH  decisions  and  problem  solving  are  made  at  the  top 

I  I  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

I  I  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 

depends  upon  the  issue 
I  I  Most  made  at  the  local  office  level 

I  I  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

Policy  manuals;  rule  &  regulations;  management  implemented 
Adherence  to  management  s  plans  and  budgets 
Periodic  comprehensive  assessment  against  project  goals 

Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

□  None.  We  do  it  only  if  we  want  it. 

13  Only  job  related;  management  authorized  selected  program  of  study 

I  I  Management  and  worker  select  program  of  study 

I  I  Some  not  directiy  job  related;  management  and  worker  jointly  selects 

I  I  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

3  No 

n  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

No  support— numerous  work/  school  conflicts.  Work  is  assigned  despite  known 
education  schedules. 

Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

□  4-6 

□  7-10 

M  over  10 

22.  How  would  you  rate  your  immediate  work  group's  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

□  1  -  No  competition 

□  2 

□  3 

□  4 

1^  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

K  2 

□  3 

□  4 

I  I  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

I  I  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  lip!!! 
Please  type  additional  comments  here 

-^->->Now  before  you  do  anything  else.. ..  SAVE^iitos  document!4"^4- 

Thank  you  for  taking  the  time  to  complete  this  survey.  1  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 

Stephen  Blake  at  steve  erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILl.  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 


At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 


Email 

Stephen  Blake  Steve_Erin@msn.com 


Phone  Fax  Snail  Mail 

(256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 


Tnstructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  by  selectine  the  box  adjacent  to  the  desire  response.  Using  the 
mouse  to  navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you 
for  your  time!!!  Ready.. ..Set. ..GO!!!! 


1 .  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

I  I  Division  Chief 

I  I  Team  Leaders 

^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

ri  Less  than  1  year 

r~|  1-3  years 

□  4-6  years 

n  7-9  years 

13  Greater  titan  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

□  Less  than  2  years 

r~|  3-5  years 

□  6-10  years 

n  11-15  years 

3  Greater  than  15  years 


4. 


How  do  you  fit  into  the  Sensors  Directorate? 

^  Core  Employee  working  within  the  Sensors  Directorate 

r~]  Matrixed  out  of  the  directorate 


5.  Where  does  your  work  group  receive  funding  from? 

I  I  From  the  vertical  chain  of  command 

r~|  From  horizontal  project  teanis 

13  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

n  Someone  within  your  work  group 

I  I  Someone  in  the  vertical  chain  of  command,  but  stiU  within  your  division 

□  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

^  A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

[3  Restricted  access 

I  I  Minimal  access 

I  I  Some  access 

□  Access  to  most 

n  Total  and  open  access 

communication  flow  within  your  organization? 

It  doesn't  I  feel  like  a  mushroom. 

Formal  commxmications  down  the  chain  only  (policy  letters,  directives) 

Some  formal  communications,  some  informal  from  other  sections,  newsletters 
Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 

10.  is  your  organization’s  vision: 

^  Poorly  tmderstood?  —  Don't  tmderstand  how  my  job  fits  into  the  organization's  vision, 

n  Moderately  understood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

□  Well  understood?  —  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 
achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

^  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

I  I  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

I  I  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

I  I  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

13  No  risk  taking  here.  If  I  do,  iM s  resume  time. 

I  I  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

I  I  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

of  reward  system  is  used  in  your  organization? 

Negative  rewards— nothing  when  we  do  right,  pimished  when  we  make  a  mistake 
Individual  rewards  for  individual  performance 
Individual  rewards  for  team/  organization  performance. 

Some  team-wide  rewards  and  some  individueil  rewards. 

Teams  rewairded  for  team/  organization  successes  and  innovation. 


9.  How  does 


□ 

□ 

□ 

□ 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 


I  I  Motivates  by  fear. 

^  Work  benefits,  working  conditions,  job  security 

I  I  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
□  Awards,  job  titles,  public  recognition 

I  I  Increase  in  authority,  growtii  and  advemcement 


15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

□  Authoritarian;  Attila  the  Hun  style;  management  directs. 

r~l  Use  of  selling  techniques 

□  Situational;  management  style  varies  with  situation 
I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
I  I  Participative  and  people  orientated,  listening  to  workers 


16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 


□ 

□ 

□ 

□ 


All  decisions  and  problem  solving  are  made  at  the  top 

Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 

depends  upon  the  issue 

Most  made  at  the  local  office  level 

AU  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

I  I  Policy  meinuals;  rule  &  regulations;  management  implemented 

I  I  Adherence  to  management' s  plans  and  budgets 

r~|  Periodic  comprehensive  assessment  against  project  goals 

I  I  Team  controlled  by  using  combination  of  milestones  generated  by  ffie  team  and  the 
organization 

I  I  Self  control  by  using  organizational  values  and  work  culture 


18.  What  type  of  training  and  education  is  encouraged? 

□  None.  We  do  it  only  if  we  want  it. 

I  1  Only  job  related;  management  authorized  selected  program  of  study 

r~|  Management  and  worker  select  program  of  study 

Q  Some  not  directly  job  related;  management  and  worker  jointly  selects 

^  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

^  No 

□  Yes 


20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

□  No  support— numerous  work/ school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

r~|  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

I  I  Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21 .  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

□  4-6 

^  7-10 

I  I  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

n  1  -  No  competition 

□  2 

□  3 

□  4 

1^  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

^  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

□  3 

□  4 

□  5  -  Much  sharing  of  info  and  resources  (ie.  people  and  equipment) 

24.  How  many  people  report  to  you? 

^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

r~1  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 

Please  type  additional  comments  hereSome  of  the  questions  do  not  have  what  I  would  consider  appropriate 
answers— §9  should  contain  dishonest  somewhere  within  the  answers;  ttl3  does  not  have  an  appropriate  answer 
(the  "buddy”  system),  and;  #15  should  have  "little  or  none"  included.  Many  of  the  problems  of  the  directorate 
might  be  assuaged  by  open,  honest  communications. 

-^-^-^Now  before  you  do  anything  else —  SAVE  this  document!  4- 4-^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  1  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 


Stephen  Blake  at  steve  erin@msn.com 
Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizarional  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment  A  third  party  will  evaluate  the  survey 
and  aU  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the 
mouse  to  navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you 
for  your  time!!!  Ready...  .Set...  GO!!!! 

1.  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

I  I  Division  Chief 

I  I  Team  Leaders 

^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

n  Less  than  1  year 

I  I  1-3  years 

[~1  4-6  years 

13  7-9  years 

I  I  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

I  I  Less  than  2  years 

I  I  3-5  years 

[~1  6-10  years 

3  11-15  years 

r~]  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

3  Core  Employee  working  within  the  Sensors  Directorate 

□  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

r~l  From  the  vertical  chain  of  command 

13  From  horizontal  project  teams 

□  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□ 

Someone  within  your  work  group 

□ 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

m 

Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

w 

□ 

A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  resuits  go? 

□ 

Someone  within  your  work  group 

□ 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□ 

Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  extemai 

competition,  corporate  vaiues,  and/or  strategic  plans? 

□ 

Restricted  access 

□ 

Minimal  access 

□ 

Some  access 

Access  to  most 

□ 

Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

□ 

It  doesn't.  I  feel  like  a  mushroom. 

□ 

Formal  communications  down  the  chain  only  (policy  letters,  directives) 

lEl 

Some  formal  communications,  some  informal  from  other  sections,  newsletters 

□ 

Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 

A 

open  and  honest 

w 

□ 

Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 

across  all  sections 

\ 

1 

I 

10.  Is  your  organization’s  vision: 

1 

1 

□ 

Poorly  understood?  —  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

□ 

Moderately  understood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

Well  understood?  —  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

□ 

No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□ 

Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

□ 

Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

lEl 

Goals  are  developed  with  upper  management  and  some  worker  involvement. 

□ 

Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

□ 

No  risk  taking  here.  If  I  do,  iP s  resume  time. 

□ 

Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

lEI 

Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

□ 

Negative  rewards— nothing  when  we  do  right,  punished  when  we  make  a  mistake 

% 

la 

Individual  rewards  for  individual  performance 

□ 

Individual  rewards  for  team/ organization  performance. 

□ 

Some  team-wide  rewards  and  some  individual  rewards. 

□ 

Teams  rewarded  for  team/ organization  successes  and  innovation. 

14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

I  I  Motivates  by  fear. 

I  I  Work  benefits,  working  conditions,  job  security 

Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
I  I  Awards,  job  titles,  public  recognition 
I  I  Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

r~|  Authoritarian;  Attila  the  Hun  style;  management  directs. 

n  Use  of  selling  techniques 

I  I  Situational;  management  style  varies  with  situation 
^  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
I  I  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

r~l  All  decisions  and  problem  solving  are  made  at  the  top 

I  I  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

[3  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/ office  - 

depends  upon  the  issue 
I  I  Most  made  at  the  local  office  level 

I  I  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

^  Policy  manuals;  rule  &  regulations;  management  implemented 

^  Adherence  to  memagement's  plans  and  budgets 
□  Periodic  comprehensive  assessment  against  project  goals 

I  1  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

13  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

I  I  None.  We  do  it  only  if  we  want  it. 

n  Only  job  related;  management  authorized  selected  program  of  study 

I  I  Management  and  worker  select  program  of  study 

3  Some  not  directly  job  related;  management  and  worker  jointly  selects 
r~l  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

□  No 

3  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

r~|  No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

13  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

I  I  Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

M  4-6 

□  7-10 

I  I  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

^  1  -  No  competition 

□  2 

□  3 

□  4 

I~1  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

[~~1  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

□  3 

□  4 

^  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  peopie  report  to  you? 

^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

I  I  Greater  dian  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  comments  here 

^“^"^Now  before  you  do  anything  else....  SAVE  this  document! 4-4-4- 

Thank  you  for  talking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  tiie 
completed  survey  back  to  me  at  the  following  address; 


Stephen  Blake  at  steve  erin@msn.com 
Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  ihis  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the 
mouse  to  navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you 
for  your  lime!!!  Ready... .Set... GO!!!! 


1.  What  is  your  position  in  this  organization? 

□  Director,  Assistant  Director 

n  Division  Chief 

I  I  Team  Leaders 

^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

□  Less  than  1  year 

I  I  1-3  years 

^  4-6  years 

I  I  7-9  years 

n  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

I  I  Less  than  2  years 

n  3-5  years 

^  6-10  years 

n  11-15  years 

I  I  Greater  than  15  years 


4. 


5. 


How  do  you  fit  into  the  Sensors  Directorate? 

^  Core  Employee  working  within  tiie  Sensors  Directorate 

r~l  Matrixed  out  of  the  directorate 

Where  does  your  work  group  receive  funding  from? 

□  From  the  vertical  chain  of  command 

r~1  From  horizontal  project  teams 

From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

1^  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

I  I  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

I  I  A  completely  separate  organization;  outside  the  sensors  directorate 


7.  Where  does  your  immediate  work  group's  results  go? 

r~|  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

I  I  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

[3  A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  pians? 

□  Restricted  access 

r~l  Minimal  access 

^  Some  access 

r~l  Access  to  most 

I  I  Total  and  open  access 


9. 


How  does  communication  flow  within  your  organization? 


□  It  doesn't  I  feel  like  a  mushroom. 

I  I  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

1^  Some  formal  communications,  some  informal  from  other  sections,  newsletters 
I  I  Mostly  informal  and  open  in  emd  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

I  I  Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 


10.  Is  your  organization’s  vision: 

I  I  Poorly  understood?  —  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

I  I  Moderately  understood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

^  Well  understood?  —  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it. 


11.  How  does  your  organization  accomplish  organizational  goal  setting? 


I  I  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

I  I  Goals  are  developed  at  the  top  witii  no  worker  involvement  and  downward  directed. 
n  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 
n  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

^  Goals  developed  and  implemented  by  teams. 


12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

r~1  No  risk  taking  here.  If  I  do,  it's  resume  time. 

□  Yes,  low  cost  risk  taking  is  tolerated,  but  the  orgaiuzation  has  many  restrictions  on  it. 
^  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 


13.  What  type  of  reward  system  is  used  in  your  organization? 


r~]  Negative  rewards— nothing  when  we  do  right,  punished  when  we  make  a  mistake 

^  Individual  rewards  for  individual  performance 
r~|  Individual  rewards  for  team/ organization  performance. 

n  Some  team-wide  rewards  and  some  individual  rewards. 

□  Teams  rewarded  for  team/organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)7 
Motivates  by  fear. 

Work  benefits,  working  conditions,  job  security 

Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
Awards,  job  titles,  public  recognition 
Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  ieadership  style  used  to  get  work  done  in  your  organization? 

□  Authoritarian;  Attila  the  Hun  style;  management  directs. 

n  Use  of  selling  techniques 

n  Situational;  management  style  varies  with  situation 
I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
^  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accompiished  in  your  organization? 

[~~|  All  decisions  2md  problem  solving  are  made  at  the  top 

I  I  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

1^  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 

depends  upon  the  issue 
r~|  Most  made  at  the  local  office  level 

I  I  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnei  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

^  Policy  manuals;  rule  &  regulations;  management  implemented 

r~|  Adherence  to  management s  plans  and  budgets 

[~|  Periodic  comprehensive  assessment  against  project  goals 

□  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

I  I  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

r~1  None.  We  do  it  only  if  we  want  it. 

I  I  Only  job  related;  management  authorized  selected  program  of  study 

r~|  Management  and  worker  select  program  of  study 

□  Some  not  directly  job  related;  management  and  worker  jointly  selects 
^  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currentiy  enroiied  in  or  participating  in  training  or  educationai  ciasses  while  employed  wHh 
this  organization? 

^  No 

D  Yes 

management  supporting  (supported)  your  educationai  goals? 

No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known 
education  schedules. 

Some  support.  Work  obligations  cem  be  rearranged  if  necessary. 

Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


20.  Is  (has) 

□ 

□ 


□ 

□ 

□ 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

^  4-6 

□  7-10 

I  I  over  10 

22.  How  wouid  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

r~l  1  -  No  competition 

□  2 

□  3 

□  4 

^  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

□  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

□  3 

13  4 

n  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  peopie  report  to  you? 

^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

r~l  Greater  than  8 

■Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let’em  rip!!! 
Please  type  additional  comments  here 

->->-^Now  before  you  do  anything  else....  SAVE  this  document! 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 

Stephen  Blake  atsteve  erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Smvey 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  parly  wiU  evaluate  the  survey 
and  all  answers  wiU  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  tite  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the 
mouse  to  navigate  through  the  form,  "cHck"  the  appropriate  answers.  Again,  thank  you 
for  your  time!!!  Ready... .Set.. .GO!!!! 

1.  What  is  your  position  in  this  organization? 

n  Director,  Assistant  Director 

n  Division  Chief 

f~~l  Team  Leaders 

13  Team  members 

2.  How  long  have  you  tMen  with  the  Sensor  Directorate? 

3  Less  than  1  year 

n  1-3  years 

n  4-6  years 

O  7-9  years 

n  Greater  tiian  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

r~l  Less  than  2  years 

O  3-5  years 

13  b-10  years 

n  11-15  years 

f~1  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

3  Core  Employee  working  within  tire  Saisors  Directorate 

r~l  Matrixed  out  of  the  directorate 

6.  Where  does  your  work  group  receive  funding  from? 

3  From  tire  vertical  chain  of  command 

3  From  horizontal  project  teams 

r~l  From  ag^cies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

r~l  Someone  within  your  work  group 

(3  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

1  I  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

I  I  A  completely  separate  organization;  outside  the  sensors  directorate 

does  your  immediate  work  group's  results  go? 

Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  stiU  wiihin  your  division 
Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

n  Restricted  access 

^  Minimal  access 

i~1  Some  access 

I  I  Access  to  most 

r~l  Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

n  It  doesn't  I  feel  like  a  mushroom. 

I  1  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

5^  Some  formal  communications,  some  informal  from  other  sections,  newsletters 
I  I  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

I  I  Always  open  and  honesh  communications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 

10.  is  your  organization's  vision: 

ri  Poorly  tmderstood?  —  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

Ri  Moderately  tmderstood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

O  Well  understood?  ~  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 
achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

n  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

13  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

n  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

i  I  Goals  are  developed  widi  upper  management  and  some  worker  involvement. 
n  Goals  developed  and  implemented  by  teams. 


7.  Where 


□ 


12. 


Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

n  No  risk  taking  here.  If  I  do,  it's  resume  time. 

3  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

□  Definitely,  risk  taking  is  erKOuraged  and  promoted  by  the  organization. 


13.  What  type  of  reward  system  is  used  in  your  organization? 

f~]  Negative  rewards  — notiiing  when  we  do  rigjtt,  punished  when  we  make  a  mistake 

f~]  Individual  rewards  for  individual  performance 

r~]  Individual  rewards  for  team/  organization  performance. 

3  Some  team-wide  rewards  aiwl  some  individual  rewards. 

I  1  Teams  rewarded  for  team/ organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)7 

n  Motivates  by  fear. 

^  Work  benefits,  working  conditions,  job  security 

□  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
□  Awards,  job  titles,  public  recognition 

r~l  Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

I  I  Authoritarian;  Attila  the  Hun  style;  management  directs. 

r~1  Use  of  seUing  techniques 

Situational;  management  style  varies  with  situation 
[~1  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
f~~]  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

f~1  All  decisions  and  problem  solving  are  made  at  the  top 

n  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 
15^  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 
[~1  Most  made  at  the  local  office  level 

I  I  All  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responsesp 


Policy  manuals;  rule  &  regulations;  management  implemented 
Adherence  to  management  s  plans  and  budgets 
Periodic  comprehensive  assessment  against  project  goals 

Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

Self  control  by  using  organizational  values  and  work  culture 


18.  What  type  of  training  and  education  is  encouraged? 

I  I  None.  We  do  it  only  if  we  want  it. 

r~l  Only  job  related;  management  authorized  selected  program  of  study 


□ 

□ 


Management  and  worker  select  program  of  study 

Some  not  directly  job  related;  management  and  worker  jointly  selects 

Direct  and  non-direct  job  related;  selected  by  worker 


19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 


□  No 


S  Yes 


20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

n  No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

^  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 
n  Full  support  Work  schedules  are  actively  arranged  aroimd  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

^  1-3 

□  4-6 

□  7-10 

I  I  over  10 


22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

n  1  -  No  competition 

□  2 

□  3 

Kl  4 

r~]  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-6? 

□ 


1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

2 

3 

4 

5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

None  /  not  applicable 
1-2 
3-5 
7-8 

Greater  than  8 


□ 

□ 

□ 


□ 

□ 

□ 

□ 


Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest  Let'em  rip!!! 


Please  type  additional  comments  here 

before  you  do  anything  else....  SAVE  this  document! ^4-4- 

Thank  you  for  taking  the  time  to  complete  this  survey.  1  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address; 

Stephen  Blake  at  steve  erin@msn.com 

Please  ensure  yotir  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  orgemization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 


Stephen  Blake 


Email 

Steve  Erin@msn.com 


Phone  Fax  Snail  Mail 

(256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 


Instmctinns:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the 
mouse  to  navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you 
for  your  time!!!  Ready.... Set... GO!!!! 

1.  What  is  your  position  in  this  organization? 

□  Director,  Assistant  Director 

□  Division  Chief 

I  I  Team  Leaders 

^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

I  I  Less  than  1  year 

n  1-3  years 

I  I  4-6  years 

^  7-9  years 

□  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

r~|  Less  than  2  years 

□  3-5  years 

□  6-10  years 

13  11-15  years 

□  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

3  Core  Employee  working  within  the  Sensors  Directorate 

n  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

I  I  From  the  vertical  chain  of  command 

r~l  From  horizontal  project  teams 

3  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□  Someone  within  your  work  group 

I  I  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

I  I  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
1^  A  completely  separate  organization;  outside  the  sensors  directorate 


does  your  immediate  work  group's  resuits  go? 

Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 
Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

Q  Restricted  access 

I  I  Minimal  access 

n  Some  access 

^  Access  to  most 

□  Total  and  open  access 


7.  Where 


□ 


9. 


How  does  communication  flow  within  your  organization? 


I  I  It  doesn't.  I  feel  like  a  mushroom. 

I  I  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

1^  Some  formal  communications,  some  informal  from  other  sections,  newsletters 
I  I  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

I  I  Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 


10. 


Is  your  organization’s  vision: 

r~|  Poorly  understood?  —  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

[3  Moderately  understood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

□  Well  understood?  - 1  understand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it. 


11.  How  does  your  oi^anization  accomplish  organizational  goal  setting? 

[~|  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

^  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

Q  Goals  are  developed  with  upper  management  and  some  worker  involvement. 
rn  Goals  developed  and  implemented  by  teams. 


12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

□  No  risk  taking  here.  If  I  do,  iti s  resume  time. 

^  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 
□  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 


13.  What  type  of  reward  system  is  used  in  your  organization? 


r~l  Negative  rewards — nothing  when  we  do  right,  puiushed  when  we  make  a  mistake 

^  Individual  rewards  for  individual  performance 

Q  Individual  rewards  for  team/ organization  performance. 

□  Some  team-wide  rewards  and  some  individual  rewards, 
n  Teams  rewarded  for  team/ organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

1^  Motivates  by  fear. 

I  I  Work  benefits,  working  conditions,  job  security 

^  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
^  Awards,  job  titles,  public  recognition 
I  I  Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  styie  used  to  get  work  done  in  your  organization? 

r~|  Authoritarian;  Attila  the  Hun  style;  management  directs. 

□  Use  of  selling  techniques 

[3  Situational;  management  style  varies  widi  situation 

I  I  Consistent  delegation  of  tasks  tuid  authority  to  get  it  done 

r~|  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  probiem  soiving  accompiished  in  your  organization? 

[~~|  All  decisions  and  problem  solving  are  made  at  the  top 

I  I  Mostiy  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

□  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 

^  Most  made  at  the  local  office  level 

I  I  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  empioyee  compiiance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

13  Policy  manuals;  rule  &  regulations;  management  implemented 

□  Adherence  to  management's  plans  and  budgets 

□  Periodic  comprehensive  assessment  against  project  goals 

I  I  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  die 
orgaiuzation 

3  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

I  I  None.  We  do  it  only  if  we  want  it. 

r~l  Only  job  related;  management  authorized  selected  program  of  study 

r~|  Management  and  worker  select  program  of  study 
r~l  Some  not  directly  job  related;  management  and  worker  jointly  selects 
3  Direct  and  non-direct  job  related;  selected  by  worker 


19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educationai  ciasses  while  employed  with 
this  organization? 

3  No 

□  Yes 

20.  is  (has)  management  supporting  (supported)  your  educational  goals? 

13  No  support—  numerous  work/ school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

n  Some  support.  Work  obligations  can  be  rearreinged  if  necessary. 

r~|  Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

^  4-6 

□  7-10 

f~1  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

□  1  -  No  competition 

□  2 

□  3 

□  4 

^  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

lEl  2 

□  3 

□  4 

□  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

I  I  None  /  not  applicable 

^  1-2 

□  3-5 

□  7-8 

r~]  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 

There  are  six  folks  in  this  group,  one  of  which  is  our  secretary.  The  Director  of  this  group  (GS-15)  has 
UNOFFICIALLY!!  designated  a  GS-14  in  this  group  as  the  Deputy  Division  Chief  THIS  HAS  CREATED  A 
MYRIAD  OF  PROBLEMS  FOR  TWO  PLUS  YEARS.  However  I  try  to  solve  various  problems  and  the  GS-15 
ALWAYS  defers  me  to  the  GS14  and  ”runs”  and  asks  him  for  advice.  The  GS-15  is  retiring  at  the  end  of  this 
year,  but  in  many  instances  he  has  left  major  decisions  w/the  GS14  for  TWO  years  plus.  Neither  one  of  these 
guys  are  risk  takers.  I'm  35  and  perhaps  may  be  planning  to  stay  here,  but  these  guys  are  afraid  of  traveling  and 
talking  w/ our  customers  face-to-face.  I've  felt  that  our  budget  increased  if  the  GS15  would  of  allowed  me  to  brief 
major  decision  makers  (Generals)  and  spend  travel  money  to  do  so.  Instead,  some  things  have  to  be  done  in 
"cogneto  (sp)"  while  YET  very  legal.  The  GS15  does  my  evaluations,  but  CONSTANTLY  defers  me  to  the  GS14 
for  approval,  this  makes  one  ask.  What  is  the  Junction  of  the  GS15?  Of  course,  this  everyone  xoill  say  the  GS15  is 
retiring  Jan  of  00  so  problem  averted.  The  GS-14  has  NO,  again  NO  technical  programs  he  is  responsible  for 
whatever.  IT  IS  DEFINITELY  A  MISTAKE,  BECAUSE  SOMEONE  IS  A  GS14,  TO  MAKE  THEM  TEAM 
LEADER.  This  has  been  in  many  cases  "TRAGIC"  and  best  case  a  "Castrophe",  even  ALL  our  contractors  has 
noticed  SIGNIFICANT  downfalls,  but  why  say  anything  even  if  you're  pennies  on  the  dollars.  However,  on 
numerous  occasions  in  the  past,  myself,  and  them  have  had  numerous  "run-ins"  and  we  steer  clear  of  each  other 
somewhat.  Basically  I  try  to  take  RISK  and  want  to  take  more,  ALL  OF  WHICH  ARE  IN  THE  LEGAL 
CONSTRAINTS  OF  THE  SYSTEM.  In  spite  of  current  budget  problems,  these  guys  lack  of  "whatever”  has 
recked  this  program.  The  Navy  and  Air  Force  have  similiarprograms  and  they  are  funded  twice  to  three  times  we 
are,  WHY  IS  THAT??  Much  of  tins  I  attribute  to  our  Director  not  letting  us  take  risk.  The  GS-14  is  about  3  to  4 
years  from  retirement.  HE  had  no  business  being  a  Team  Leader.  The  GS13's,  of  which  I'm  one,  are  LEADERS 
of  our  own  programs  but  are  not  recognized  as  such  when  it  comes  to  funding  decisions.  Instead  attempts  are 
made  to  delegate  what  we  should  spend,  when  they've  had  no  inclination  to  find  out  or  understand  the  program. 
Especially  when  other  government  labs  are  involved,  that  come  under  my  domain,  Junding  is  attempted  to  be 
negiotated  behind  MY  BACK!!!  This  causes  friction  to  say  the  least.  Bottomline,  I  want  to  make  something  out 
of  this  program  and  want  to  take  risk,  take  on  other  programs.  I'm  not  ready  to  retire. 


->->->Now  before  you  do  anything  else....  SAVE  this  document! 

Thank  you  for  taking  the  time  to  complete  tiiis  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 

Stephen  Blake  atsteve  erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 
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(Bsttmatedtimeto  qonqilete:  10  miniites) 

■nie  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey  md  m 
answers  will  be  kept  strictly  confidential.  Individual  survey  answers  wUl  be  grouped  to  detemune  toends.  T^ese 

However. HO INPIVIPV^SWVEYPATA 

wn  .T .  BP.  PPT  -F.  ASED.  so  please  answer  honestly.  This  survey  and  the  resulting  analysis  are  an  ab^n^  to  help 
identify  any  oRiortunities  for  improvement  in  how  your  organization  is  structured.  Your  assistance  is  g^ly 
^preciated. 


At  the  end  ofthe  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or  recommen^wn^ 
inqirove  this  survey.  When  completed,  please  save  the  documwit  first,  and  then  return  the  survey  DIRECTLY  to 
me  via  e-mail,  fex,  or  U.S.  Mail  (snail  mail). 


Email  Phone  Fax  SnailMail 

Stephen  Blake  SteveErm@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

^  “  461-9587  890-6608  HSV,  AL  35824 


Instructions:  There  are  24  questions  and  <me  box  for  any  additiiMial  comments.  Please  select  THE  OISE  BEST 
ANSWER  bv  gRlflflf  ing  the  box  adjacent  to  the  desire  response.  Using  die  mouse  to  navigate 
throu^  the  form,  "click"  die  apprqniate  answers.  Again,  thank  you  for  your  time!!! 
Ready..~Set...GO!!!! 


1. 


What  is  your  position  in  ttiis  organization? 

□  Director,  Assistant  Director 

pfl  Division  Giief 

□  Team  Leaders 
Q  Team  members 

How  long  have  you  been  with  the  Sensor  Directorate? 

□  Less  than  1  year 

0  1-3  years 

r~l  ^  years 

gj  7-9  5rears 

Q  Greaterdian  9  years 


3.  How  long  have  you  been  employed  by  the  federal  government? 
□  Less  dian  2  years 

Q  3-5  years 

6-10  years 
11-15  years 
Greaterthan  15  years 


4.  How  do  you  fit  into  the  Sensors  Directmate? 

Core  Enqiloyee  working  widiin  die  Sensors  Directorate 
|1  Matrixed  out  ofthe  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

I  I  From  the  vertical  chain  of  command 
0  Frcrai  horizontal  project  teams 

From  agencies  outside  the  Soosors  Directorate 

6.  Where  does  your  immediate  work  group’s  inputs  come  from? 

Someone  within  your  work  groiqi 

0  Someone  in  the  vertical  chain  ofcommand,  but  ^within  your  division 

Someone  outside  your  divisirm,  but  stiB  within  the  Sensor  Directorate 
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A  conqjletelysqparatB  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

B  Someone  within  your  work  group 

□  Someone  in  the  vertical  diain  of  command,  but  ^  within  your  division 

Smnecme  outside  your  division,  but  still  wifliin  the  Sensor  Directorate 
A  COT^iletely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competidon,  corporate  values,  and/or  strategic  plans? 

Q  Restricted  access 

j~~|-  Minimal  access 

Some  access 

□  Access  to  most 

Q  Total  and  open  access 

9.  How  does  communication  flow  within  your  Organization? 

r~|  It  doesn’t.  I  feel  like  a  mudffoom. 

n  Formal  communications  down  flie  chain  «Uy  policy  letters,  directives) 

Some  formal  communications,  some  informal  ftom  other  sections,  newsletters 
r~|  Mostly  informal  and  (^en  in  and  between  sections;  flows  fiom  many  directions;  usually  open  and 

Q  Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and  across  all 
sections 

10.  Is  your  organization's  vision: 

Q  Poorly  und^stood?  --  Dcm’t  understand  how  my  job  fits  into  flie  organization’s  vision. 

□  Moderately  understood?  - 1  know  what  our  vision  is,  but  not  sure  about  my  role. 

Well  understood?  ~  1  understand  our  vision  and  how  my  job  and  group  is  helping  to  achieve  it. 

11.  How  does  your  organization  imcomplish  organizational  goal  setting? 

□  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□  Goals  are  develqped  atthe  tqp  with  no  worker  involvranent  and  downward  directed. 

□  Most  goals  are  top  down.  Little  woilcer  involvement  in  setting  goals. 

Q  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

Goals  developed  and  implem^d  by  teams. 

12.  Do  you  teel  risk  taking  is  encouraged  in  your  organization? 

□  No  ride  taking  here.  Ifl  do.  it’s  resume  time. 

□  Yes,  low  cost  risk  taking  is  tolerated,  but  tire  organization  has  nmy  restnetions  on  It 

%  De4itely,  risktaking  is  encouraged  and  promoted  by  tiie  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

□  Negative  rewards— nothing  when  we  do  right  punidied  when  we  make  a  mistake 
Individual  rewards  for  individual  performance 

hdividual  rewards  for  team/organization  performance. 
r~l  Some  team-wide  rewards  and  some  individual  rewards. 

□  Teams  rewarded  for  team/organization  successes  and  innovation. 

14.  How  does  your  organization  motivate  its  workers  (select  all  that  app/y)? 

Q  Motivates  by  fear. 

n  Work  benefits,  working  conditiems,  job  security 

□  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 

^  Awards,  job  titles,  public  recognition 

hicrease  in  authority,  growth  and  advancement 
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16.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organizafion? 


U 


Authoritarian;  Attila  the  Hun  style;  managemrait  directs. 

Use  of  selling  techniques 

Situatinml;  management  style  varies  with  situation 
Consistent  delegation  of  tasks  and  authority  to  get  it  done 
Participative  and  pet^le  orientated,  Usteningto  workers 


18-  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 


□ 


All  decisions  and  problem  solving  are  made  at  the  tq> 

Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/ofBce  -  depends  rqion 

the  issue 

Most  made  at  tire  local  office  level 

All  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (fyrthis  ques^n,  sele(^  all  applicable  responses)? 

Policy  manuals;  rule  &  regulations;  management  implemented 
[~1  Arfiierence  to  management’s  plans  and  budgets 

[~~1  PoiodiccomprAensiveassessmait  against  project  goals 

tn  Team  controlled  by  using  combination  of  milestones  gaierated  by  tiie  team  and  the  organization 

tn  Self  ctmtrol  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

Q  None.  Wedoitottly  ifwe  wantit. 

n  Only  job  related;  management  authorized  selected  program  of  study 

hbnagement  and  worker  select  program  of  study 
n  Some  not  directly  job  related;  management  and  worker  jointly  selects 

1  I  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
fliis  organization? 

Q  No 

M  Yes 

20.  is  (has)  management  supporting  (supported)  your  educational  goals? 

I  I  No  siqipoit — numerous  work/sdhool  cmfhcts.  Work  is  assigned  despite  known  education 

sdiedules. 

Some  siqiport.  Work  obligaticms  can  be  rearranged  if  necessary. 

Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

>0  4-6 

'n  7-10 

□  over  10 

22.  How  would  you  rate  your  immediate  work  group's  external  competition  (for  funding)  /  external  market 
on  a  scale  (irom  1-5? 

|~|  1 -Nocorrqietition 

□  2 

□  3 

□  4 
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5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  Immediate  work  group  from  1  -  5? 

□  1- No  group  cohesioa.  I  just  do  tiie  work  and  leave. 

ft  2 
ft  ^ 

4 

□  5  -  Much  dialing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

□  Nraie/not^plicable 

□  1-2 

3-5 

□  7-8 

f~l  Greater  than  8 

Pleaseprovide  your  additional  comments.  Here’s  your  diance  to  be  painfuUy  honest.  Lefemrip!!! 

Please  type  additional  comments  here 

before  you  do  anything  else,...  document!<-e-<- 

Tlankyoufertaldngflietbnetocompletethissen^  Iai)piwi«.yo«roandorni  PlMMwmil lie  completed 
survey  back  to  me  at  the  following  address: 

Stephen  Blake  at  steve  erin(3)"»sn  com 


Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 
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(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  tiiird  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidentiaL  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  3rour  organization's  structure.  However,!^ 
INDIVIDUAL  SURVEY  DATA  WTI.T.  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  foe 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  inr^rovement  in  how  your 
organization  is  structured.  Your  assistance  is  greatlv  appreciated. 


At  foe  end  of  foe  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  surv^.  When  completed,  please  save  foe  document  first,  and  foen 
return  foe  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890^08  HSV,  AL  35824 


Twhurtinnfl:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  bv  selecting  foe  box  adjacent  to  the  desire  response.  Using  the 
mouse  to  navigate  throu^  foe  form,  "click”  the  appropriate  answers.  Again,  thank  you 
for  your  timelll  Ready....Sei...GO!n! 


1. 


What  is  your  position  in  this  organization? 

□  Director,  Assistant  Director 

n  Division  Chief 

□  Team  Leaders 

15^  Team  members 


2.  How  long  have  you  been  with  the  Sensor  Directorate? 

r~l  Less  than  1  yeeu: 

n  1-3  years 

n  4-6  years 

Q  7-9  years 

15^  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

□  Lessfoan2yeairs 

i~~l  3-5  years 

n  6-10  years 

□  11-15  years 

IRI  Greater  tiian  15  years 


4. 


How  do  you  fit  into  the  Sensors  Directorate? 

Core  Employee  working  within  foe  Sensors  Directorate 
□  Matrixed  out  of  foe  directorate 


5. 


Where  does  your  work  group  receive  ftinding  from? 

(3  From  foe  vertical  chain  of  command 

r~l  From  horizontal  project  teams 
I  I  From  agencies  outside  foe  Sensors  Directorate 
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6.  Where  does  your  imiiiediate  work  group's  inputs  come  from? 

Someone  wltivin  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  still  wittiin  your  division 
Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

n  Someone  witiun  your  work  group 

13  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

n  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

13  A  completely  s^arate  organization;  outside  die  s^ors  directorate 

8.  How  much  access  do  you  have  to  organization  infdrmation,  such  as  other  projects,  external 

competition,  corporate  values,  and/or  strategic  plans? 

n  Restricted  access 

O  Minimal  access 

3  Some  access 

□  Access  to  most 

n  Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

It  doesn't  1  feel  like  a  mushroom. 

Formal  communications  down  the  chain  only  (policy  letters,  directives) 

Some  formal  communications,  some  informal  from  other  sections,  newsletters 
Mosfly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 

10.  is  your  organization’s  vision: 

r~l  Poorly  understood?  —  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

3  Moderately  imderstood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

n  Well  understood?  - 1  understand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

□  No  goal  setting  accompli^ed.  Responses  are  reactionary  and  change  day  to  day 

3  Goals  are  developed  at  the  top  wifli  no  worker  involvemait  and  downward  directed. 

r~l  Most  goals  are  top  down.  liMe  worker  involv^mt  in  setting  goals. 
n  Goals  are  developed  wiflt  upper  management  and  some  worker  involvement 
r~l  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

n  No  risk  taking  here.  If  Ido,  it's  resume  time. 

Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it 
n  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

Negative  rewards  —nothing  when  we  do  right,  punished  when  we  make  a  mistake 
Individual  rewards  for  individual  performance 
Individual  rewards  for  team/  organization  performance. 

Some  team-wide  rewards  and  some  individual  rewards. 

Teams  rewarded  for  team/organizaticm  successes  and  innovation. 
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14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)7 


□ 

□ 


□ 

□ 


Motivates  by  fear. 

Work  benefits,  working  conditions,  job  security 

Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 

Awards,  job  titles,  public  recognition 

Increase  in  authority,  growth  and  advancement 


15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 
n  Authoritarian;  Attila  tt\e  Hun  style;  management  directs. 

n  Use  of  selling  techniques 

13  Situational;  management  style  varies  with  situation 
Q  Consistent  delegation  of  tasks  and  authority  to  get  it  done 

I  I  Participative  and  people  orientated,  listening  to  workers 


16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

r~1  All  decisicms  emd  problem  solving  are  made  at  the  top 

^  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

n  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office 

depends  upon  the  issue 
r~l  Most  made  at  the  local  office  level 

I  I  All  decisions  /  problem  solving  made  at  ffie  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (fyrthis  quesSon,  select  att  applicable  responses)? 


Policy  manuals;  rule  &  regulations;  management  implemented 
Adherence  to  management' s  plans  and  budgets 
Periodic  comprdiensive  assessment  against  project  goals 

Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 


organization 

1  1  Self  control  by  using  organizational  values  and  work  culture 


1 8.  What  type  of  training  and  education  is  encouraged? 

r~l  None.  We  do  it  only  if  we  want  it. 

□  Only  job  related;  management  authorized  selected  program  of  study 

I  1  Meuiagement  and  worker  select  program  of  study 

13  Some  not  directly  job  related;  management  and  worker  jointly  selects 

1~]  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currentiy  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

^  No 

□  Yes 


20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

n  No  support —numerous  work/school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

□  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

13  F«ll  support  Work  schedules  are  actively  arranged  around  class  times. 
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21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

^  4r6 

□  7-10 

fl  over  10 

22.  How  would  you  rate  your  immediate  work  group's  external  competition  (for  Itinding)  /  external  market 
on  a  scale  from  1  -  S7 

[~)  1  -  No  competition 

□  2 

□  3 

la  4 

Q  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1  -  87 

r~l  1  -  No  group  cohesion.  I  just  do  ttre  work  and  leave. 

□  2 

□  3 

lEl  4 

Q  5  -  Much  sharing  of  info  and  resources  (ie.  people  and  equipment) 

24.  How  many  people  report  to  you? 

None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

Q  Greater  than  8 

Please  provide  your  additional  comments.  H«e's  your  chance  to  be  painfully  honest  LefemripH! 


Please  type  additiond  comments  here 

before  you  do  an3rdtixig  else,...  SAVE  this  document!4“<"4* 

Tharik  you  for  taking  tt»e  time  to  complete  ttus  survey.  1  appreciate  your  candorll!  Please  e-mail  foe 
completed  survey  back  to  me  at  foe  following  address: 


Stephen  Blake  at  sieve  erin@msn.com 
Please  ensure  your  artswers  are  saved  prior  to  sending.  Thank-you 


Organizational  Assessment  Survg 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  aU  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  tiie  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  US.  Mail  (snail  mad). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
navigate  through  the  form,  "cUck"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready.... Set... GO!!!! 

1 .  What  is  your  position  in  this  organization? 

□  Director,  Assistant  Director 

□  Division  Chief 

I  I  Team  Leaders 

1^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

I  I  Less  than  1  year 

r~l  1-3  years 

□  4-6  years 

13  7-9  years 

I  I  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

I  I  Less  than  2  years 

r~1  3-5  years 

13  6-10  years 

□  11-15  years 

I  I  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

I  I  Core  Employee  working  within  tiie  Sensors  Directorate 

13  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

I  I  From  the  vertical  chain  of  command 

I  I  From  horizontal  project  teams 

13  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□  Someone  within  your  work  group 

^  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

I  I  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
I  I  A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

r~1  Someone  within  your  work  group 

^  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

13  A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

□  Restricted  access 

□  Minimal  access 

□  Some  access 

3  Access  to  most 

r~l  Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

I  I  It  doesn't.  I  feel  like  a  mushroom. 

I  I  Formal  commimications  down  the  chain  only  (policy  letters,  directives) 

□  Some  formal  communications,  some  informal  from  other  sections,  newsletters 

3  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

I  I  Always  open  and  honest;  commimications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 

10.  Is  your  organization’s  vision: 

I  I  Poorly  understood?  —  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

13  Moderately  understood?  ~  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

I  I  WeU  imderstood?  -- 1  tmderstand  our  vision  and  how  my  job  and  group  is  helping  to 
achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

r~|  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

n  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

I  I  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

13  Goals  are  developed  with  upper  management  and  some  worker  involvement. 
r~l  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

I  I  No  risk  taking  here.  If  I  do,  it's  resume  time. 

3  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 
r~|  Definitely,  risk  taking  is  encouraged  and  promoted  by  tihe  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

r~|  Negative  rewards  —nothing  when  we  do  right,  punished  when  we  make  a  mistake 

3  Individual  rewards  for  individual  performance 

n  Individual  rewards  for  team/  organization  performance. 
n  Some  team-wide  rewards  and  some  individual  rewards. 

I  I  Teams  rewarded  for  team/  organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 


□  Motivates  by  fear. 

□  Work  benefits,  working  conditions,  job  security 

n  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
□  Awards,  job  titles,  public  recognition 

^  Increase  in  authority,  growth  and  advancement 


15.  What  is  the  dominant  ieadership  style  used  to  get  work  done  in  your  organization? 

I  I  Authoritarian;  Attila  the  Him  style;  management  directs. 

I  I  Use  of  selling  techniques 

I  I  Situational;  management  style  varies  with  situation 
^  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
I  I  Participative  and  people  orientated,  listening  to  workers 


16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 


□ 

□ 

□ 

□ 


AU  decisions  and  problem  solving  are  made  at  the  top 

Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/ office  - 

depends  upon  the  issue 

Most  made  at  the  local  office  level 

AU  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

13  Policy  manuals;  rule  &  regulations;  management  implemented 

3  Adherence  to  management  s  plans  and  budgets 

3  Periodic  comprehensive  assessment  against  project  goals 

3  Team  controUed  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

I  I  Self  control  by  using  organizational  values  and  work  culture 


18.  What  type  of  training  and  education  is  encouraged? 

□  None.  We  do  it  only  if  we  want  it. 

I  I  Only  job  related;  management  authorized  selected  program  of  study 

3  Management  and  worker  select  program  of  study 
I  I  Some  not  directly  job  related;  management  and  worker  jointly  selects 

l~]  Direct  and  non-direct  job  related;  selected  by  worker 


19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

3  No 

n  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

I  I  No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

n  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

3  Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

S  4-6 

□  7-10 

□  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  externai  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

I  I  1  -  No  competition 

□  2 

K1  3 

□  4 

I  I  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

□  3 

lEl  4 

I  I  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

n  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  comments  here 

->^">Now before  you  do  anything  else....  SAVE^t\is  document! 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!  I  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 

Stephen  Blake  at  Steve  erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Qrgam2ational  Assessment  Stirvey 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  an  answers  wiU  be  kept  strictly  confidential.  Individual  survey  answers  wiU  be  grouped  to 
determine  trends.  These  trends  wiU  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportimities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  dociunent  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  US.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
navigate  through  tiie  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready.. ..Set.. .GO!!!! 

1 .  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

n  Division  Chief 

□  Team  Leaders 

Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

I  I  Less  than  1  year 

n  1-3  years 

^  4-6  years 

I  I  7-9  years 

□  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

I  I  Less  tiian  2  years 

r~1  3-5  years 

I  I  6-10  years 

n  11-15  years 

^  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

^  Core  Employee  working  witiim  the  Sensors  Directorate 

r~1  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

□  From  the  vertical  chain  of  command 

r~]  From  horizontal  project  teams 

^  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

r~l  Someone  within  your  work  group 

I  I  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

I  I  Someone  outside  yoiir  division,  but  still  within  the  Sensor  Directorate 
^  A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

n  Someone  within  your  work  group 

I  I  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

1^  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

I  I  A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

n  Restricted  access 

^  Minimal  access 

r~l  Some  access 

□  Access  to  most 

r~l  Total  and  open  access 


9. 


How  does  communication  flow  within  your  organization? 


I  I  It  doesn't.  I  feel  like  a  mushroom. 

I  I  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

^  Some  formal  commrmications,  some  informal  from  other  sections,  newsletters 
I  I  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

□  Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 


10.  Is  your  organization’s  vision: 

I  I  Poorly  vmderstood?  —  Don't  tmderstand  how  my  job  fits  into  the  organization's  vision. 

I  I  Moderately  vmderstood?  ~  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

^  Well  understood?  ~  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it. 


11.  How  does  your  organization  accomplish  organizational  goal  setting? 


□  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

^  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

□  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

□  Goals  developed  and  implemented  by  teams. 


12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

□  No  risk  taking  here.  If  I  do,  it' s  resume  time. 

□  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 
^  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 


13.  What  type  of  reward  system  is  used  in  your  organization? 

r~|  Negative  rewards  —nothing  when  we  do  right,  pimished  when  we  make  a  mistake 

^  Individual  reweirds  for  individual  performance 

r~]  Individual  rewards  for  team/  organization  performance. 

□  Some  team-wide  rewards  and  some  individual  rewards. 
r~|  Teams  rewarded  for  team/  organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

I  I  Motivates  by  fear. 

I  I  Work  benefits,  working  conditions,  job  security 

r~l  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
I  I  Awards,  job  titles,  public  recognition 
^  Increase  in  authority,  growfii  and  advancement 

15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

I  I  Authoritarian;  Attila  the  Hun  style;  management  directs. 

I  I  Use  of  selling  techniques 

I  I  Situational;  management  style  varies  with  situation 
I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
^  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

I  I  AU  decisions  and  problem  solving  are  made  at  the  top 

r~l  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

15^  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 
I  I  Most  made  at  the  local  office  level 

I  I  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

I  I  Policy  manuals;  rule  &  regulations;  management  implemented 

^  Adherence  to  management  s  plans  and  budgets 

I  I  Periodic  comprehensive  assessment  against  project  goals 

I  I  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

□  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

I  I  None.  We  do  it  only  if  we  want  it. 

r~1  Only  job  related;  management  authorized  selected  program  of  study 

I  I  Management  and  worker  select  program  of  study 

Some  not  directly  job  related;  management  and  worker  jointly  selects 
r~1  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

[3  No 

□  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

□  No  support— numerous  work/ school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

13  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

I  I  Full  support.  Work  schedules  are  actively  arranged  aroimd  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

^  1-3 

n  4-6 

□  7-10 

^  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

I  I  1  -  No  competition 

□  2 

□  3 

IS!  4 

□  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

IS  2 

□  3 

□  4 

I  I  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

S  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

r~1  Greater  than  8 

-•  Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  comment  here 

->->*^Now  before  you  do  anything  else....  S4 P^this  document!^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  1  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 


Stephen  Blake  at  steve  erin@msn.com 
Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survg 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY io  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mad). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready.. ..Set.. .GO!!!! 

1 .  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

n  Division  Chief 

I  I  Team  Leaders 

^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

^  Less  than  1  year 

I  I  1-3  years 

□  4-6  years 

I  I  7-9  years 

I  I  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

□  Less  than  2  years 

r~1  3-5  years 

I  I  6-10  years 

r~l  11-15  years 

^  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

1^  Core  Employee  working  within  the  Sensors  Directorate 

r~1  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

I  I  From  the  vertical  chain  of  command 

r~l  From  horizontal  project  teams 

^  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

I  I  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

I  I  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

^  A  completely  separate  organization;  outside  tt\e  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

I  I  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  stiU  within  your  division 

□  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
^  A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

I  I  Restricted  access 

I  I  Minimal  access 

r~l  Some  access 

^  Access  to  most 

I  I  Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

r~l  It  doesn't.  I  feel  like  a  mushroom. 

I  I  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

I  I  Some  formal  commtmications,  some  informal  from  other  sections,  newsletters 
^  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

□  Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 

10.  Is  your  organization's  vision: 

r~l  Poorly  imderstood?  ~  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

I  I  Moderately  imderstood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

^  WeU  understood?  -- 1  understand  our  vision  and  how  my  job  and  group  is  helping  to 
achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

I  I  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

I  I  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

I~1  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

13  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

□  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

r~l  No  risk  taking  here.  If  I  do,  it's  resume  time. 

I  I  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

3  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

I  I  Negative  rewards  —nothing  when  we  do  right,  punished  when  we  make  a  mistake 

I  I  Individual  rewards  for  individual  performance 

□  Individual  rewards  for  team/  organization  performance. 

□  Some  team-wide  rewards  and  some  individual  rewards. 

I  I  Teams  rewarded  for  team/ organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 


I  I  Motivates  by  fear. 

^  W  ork  benefits,  working  conditions,  job  security 

I  I  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
13  Awards,  job  titles,  public  recognition 

3  Increase  in  authority,  growth  and  advancement 


15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

□  Authoritarian;  Attila  the  Hvm  style;  management  directs. 

□  Use  of  selling  techniques 

I  I  Situational;  management  style  varies  with  situation 
I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
3  Participative  and  people  orientated,  listening  to  workers 


16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

□  All  decisions  and  problem  solving  are  made  at  the  top 

I  I  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

3  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 
I  I  Most  made  at  the  local  office  level 

I  I  All  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

I  I  Policy  manuals;  rule  &  regulations;  management  implemented 

r~l  Adherence  to  management s  plans  and  budgets 

3  Periodic  comprehensive  assessment  against  project  goals 

3  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

□  Self  control  by  using  organizational  values  and  work  culture 


18.  What  type  of  training  and  education  is  encouraged? 

□  None.  We  do  it  only  if  we  want  it. 

I  I  Only  job  related;  mcinagement  authorized  selected  program  of  study 

3  Management  and  worker  select  program  of  study 

I  I  Some  not  directly  job  related;  management  and  worker  jointly  selects 
I  I  Direct  and  non-direct  job  related;  selected  by  worker 


19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 


□  No 

3  Yes 


20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

□  No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

3  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

I  I  Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

^  4-6 

□  7-10 

I  I  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1  -  S? 

I  I  1  -  No  competition 

□  2 

□  3 

lEI  4 

I  I  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

r~l  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2  . 

□  3 

K  4 

I  I  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

1^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

□  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  comments  here 

^  ->Now  before  you  do  anything  else. . . .  SA  VE this  document!  ^  ^  ^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  1  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 


Stephen  Blake  at  steve  erin@msn.com 
Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  wiU  be  used  for  an  academic  assessment.  A  third  party  wiU  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportimities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mad). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  selecting  the  box  adjacent  to  ihe  desire  response.  Using  the  mouse  to 
navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready.. ..Set.. .GO!!!! 


1 .  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

I  I  Division  Chief 

^  Team  Leaders 

I  I  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

[~~]  Less  than  1  year 

I  I  1-3  years 

^  4-6  years 

I  I  7-9  years 

□  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

n  Less  than  2  years 

□  3-5  years 

r~l  6-10  years 

^  11-15  years 

r~l  Greater  than  15  years 


4.  How  do  you  fit  into  the  Sensors  Directorate? 

13  Core  Employee  working  witiiin  the  Sensors  Directorate 

□  Matrixed  out  of  the  directorate 


5.  Where  does  your  work  group  receive  funding  from? 

r~l  From  the  vertical  chain  of  command 

I  I  From  horizontal  project  teams 

3  From  agencies  outside  tire  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

I  I  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□  Someone  outside  your  division,  but  stUl  within  the  Sensor  Directorate 

1^  A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

I  I  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  stiU  within  your  division 

r~]  Someone  outside  your  division,  but  stUl  within  the  Sensor  Directorate 

^  A  completely  separate  organization;  outside  tiie  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

I  I  Restricted  access 

^  Minimal  access 

I  I  Some  access 

I  I  Access  to  most 

I  I  Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

I  I  It  doesn't.  I  feel  like  a  mushroom. 

^  Formal  communications  down  the  chain  only  policy  letters,  directives) 

I  I  Some  formal  commxmications,  some  informal  from  other  sections,  newsletters 
I  I  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  xasually 
open  and  honest 

I  I  Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 

10.  Is  your  organization’s  vision; 

^  Poorly  understood?  ~  Don't  xmderstand  how  my  job  fits  into  tiie  organization's  vision. 

n  Moderately  xmderstood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

I  I  Well  understood?  —  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

13  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

r~l  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

I  I  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

I  I  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

I  I  Goals  developed  and  implemented  by  teams. 


12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

I  I  No  risk  taking  here.  If  I  do,  it' s  resume  time. 

3  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 
I  I  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

r~|  Negative  rewards  —nothing  when  we  do  right,  pvtnished  when  we  make  a  mistake 

3  Individual  rewards  for  individual  performance 

r~|  Individual  rewards  for  team/  organization  performance. 

I  I  Some  team-wide  rewards  and  some  individual  rewards. 
n  Teams  rewarded  for  team/  organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

□  Motivates  by  fear. 

^  Work  benefits,  working  conditions,  job  security 

I  I  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
□  Awards,  job  titles,  public  recognition 
□  Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

I  I  Authoritarian;  Attila  the  Hun  style;  management  directs. 

13  Use  of  selling  techniques 

□  Situational;  management  style  varies  with  situation 

I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
I  I  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

3  All  decisions  and  problem  solving  are  made  at  the  top 

r~1  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

□  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 

I  I  Most  made  at  the  local  office  level 

I  I  AH  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

3  Policy  manuals;  rule  &  regulations;  management  implemented 

3  Adherence  to  management s  plans  and  budgets 

□  Periodic  comprehensive  assessment  against  project  goals 

I  I  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

I  I  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

3  None.  We  do  it  only  if  we  want  it. 

I  I  Only  job  related;  management  authorized  selected  program  of  study 

I  I  Management  and  worker  select  program  of  study 
I  I  Some  not  directly  job  related;  management  and  worker  jointly  selects 
r~l  Direct  and  non-direct  job  related;  selected  by  worker 


19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

3  No 

□  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

□  No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

3  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

r~l  Full  support.  Work  schedules  are  actively  arranged  aroimd  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

^  1-3 

□  4-6 

□  7-10 

I  I  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  externai  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

I  I  1  -  No  competition 

□  2 

□  3 

□  4 

^  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

^  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

□  3 

□  4 

I  I  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  peopie  report  to  you? 

^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

□  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest  Let'em  rip!!! 
Please  type  additional  comment  here 

->->->Now before  you  do  anything  else....  54  VF this  document!^^^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 


Stephen  Blake  at  steve  erin@msn.com 
Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Orgam2ational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  aU  answers  wiU  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  ereatlv  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mad). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
navigate  through  the  form,  "cUck"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready.... Set... GO!!!! 


1.  What  is  your  position  in  this  organization?  ° 

□  Director,  Assistant  Director 

I  I  Division  Chief 

^  Team  Leaders 

r~l  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

^  Less  than  1  year 

I  I  1-3  years 

□  4-6  years 

I  I  7-9  years 

r~l  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

I  I  Less  than  2  years 

r~1  3-5  years 

□  6-10  years 

^  11-15  years 

I  I  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

^  Core  Employee  working  within  the  Sensors  Directorate 

□  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

^  From  the  vertical  chain  of  command 

n  From  horizontal  project  teams 

□  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

I  I  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□  Someone  outside  your  division,  but  stiU  within  the  Sensor  Directorate 

^  A  completely  separate  organization;  outside  the  sensors  directorate 


does  your  immediate  work  group's  results  go? 

Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  still  wilhin  your  division 
Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

I  I  Restricted  access 

I  I  Minimal  access 

^  Some  access 

□  Access  to  most 

r~1  Total  and  open  access 


7.  Where 

n 

□ 

□ 


9. 


How  does  communication  flow  within  your  organization? 


□ 

□ 

□ 

13 


It  doesn't.  I  feel  Kke  a  mushroom. 

Formal  commrmications  down  the  chain  only  (policy  letters,  directives) 

Some  formal  communications,  some  informal  from  other  sections,  newsletters 
Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

Always  open  and  honesb  communications  flow  easily  across  all  sections,  up,  down,  and 
across  aU  sections 


10.  Is  your  organization’s  vision: 

I  I  Poorly  understood?  —  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

I  I  Moderately  xmderstood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

^  Well  understood?  -- 1  understand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it. 


11.  How  does  your  organization  accomplish  organizational  goal  setting? 


□  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

^  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

r~1  Goals  are  developed  witti  upper  management  and  some  worker  involvement. 

□  Goals  developed  and  implemented  by  teams. 


12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

□  No  risk  taking  here.  If  I  do,  iF s  resume  time. 

r~l  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 
^  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 


13.  What  type  of  reward  system  is  used  in  your  organization? 


□ 

13 

□ 


Negative  rewards— nothing  when  we  do  right,  pimished  when  we  make  a  mistake 
Individual  rewards  for  individual  performance 
Individual  rewards  for  team/  orgaiuzation  performance. 

Some  team-wide  rewards  and  some  individual  rewards. 

Teams  rewarded  for  team/ organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

□  Motivates  by  fear. 

1^  Work  benefits,  working  conditions,  job  security 

□  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 

□  Awards,  job  titles,  public  recognition 

□  Increase  in  aufiiority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

□  Authoritarian;  Attila  the  Him  style;  management  directs. 

r~l  Use  of  selling  techniques 

^  Situational;  management  style  varies  with  situation 

I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 

I  I  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

I  I  AU  decisions  and  problem  solving  are  made  at  the  top 

I  I  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

^  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/ office  - 

depends  upon  tiie  issue 

□  Most  made  at  the  local  office  level 

I  I  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

I  I  Policy  manuals;  rule  &  regulations;  management  implemented 

r~l  Adherence  to  managemenf  s  plans  and  budgets 

^  Periodic  comprehensive  assessment  against  project  goeds 

1^  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  tiie 
organization 

^  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

^  None.  We  do  it  only  if  we  want  it. 

I  I  Only  job  related;  management  authorized  selected  program  of  study 

r~1  Management  and  worker  select  program  of  study 
I  I  Some  not  directly  job  related;  management  and  worker  jointly  selects 

□  Direct  and  non-direct  job  related;  selected  by  worker 


19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

13  No 

n  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

I  I  No  support— numerous  work/ school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

13  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

r~]  Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


O 


21.  How  many  are  people  are  in  your  immediate  work  group? 

^  1-3 

□  4-6 

□  7-10 

I  I  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1  -  S? 

I  I  1  -  No  competition 

□  2 

□  3 

□  4 

^  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

r~l  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

13  3 

□  4 

□  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

13  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

r~l  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  conunents  here 

->->->Now before  you  do  anything  else....  document! <-<-<- 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 

Stephen  Blake  at  steve  erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Offranizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportimities  for  improvement  in  how  yom: 
organization  is  structured.  Your  assistance  is  ereatlv  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  tiien 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
navigate  through  the  form,  "cHck"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready.. ..Set.. .GO!!!! 

1 .  What  is  your  position  in  this  organization? 

□  Director,  Assistant  Director 

r~]  Division  Chief 

I  I  Team  Leaders 

^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

r~l  Less  than  1  year 

r~l  1-3  years 

r~]  4-6  years 

^  7-9  years 

□  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

I  I  Less  than  2  years 

I  I  3-5  years 

r~l  6-10  years 

r~1  11-15  years 

^  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

□  Core  Employee  working  within  the  Sensors  Directorate 

^  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

□  From  the  vertical  chain  of  command 

I  I  From  horizontal  project  teams 

^  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□ 

Someone  within  your  work  group 

□ 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

A 

□ 

Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

w 

A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

□ 

Someone  within  your  work  group 

□ 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□ 

Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 

competition,  corporate  values,  and/or  strategic  plans? 

□ 

Restricted  access  ° 

Minimal  access 

□ 

Some  access 

□ 

Access  to  most 

□ 

Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

□ 

It  doesn't.  I  feel  like  a  mushroom. 

□ 

Formal  commtmications  down  the  chain  only  (policy  letters,  directives) 

lEI 

Some  formal  commxmications,  some  informal  from  other  sections,  newsletters 

□ 

Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 

open  and  honest 

• 

□ 

Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 

across  all  sections 

10.  Is  your  organization’s  vision: 

□ 

Poorly  imderstood?  —  Don't  tmderstand  how  my  job  fits  into  tiie  organization's  vision. 

ISI 

Moderately  imderstood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

□ 

Well  understood?  —  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

□ 

No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□ 

Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

□ 

Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

ISl 

Goals  are  developed  with  upper  management  and  some  worker  involvement. 

□ 

Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

□ 

No  risk  taking  here.  If  I  do,  if  s  resume  time. 

lEl 

Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

□ 

Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

□ 

Negative  rewards  —nothing  when  we  do  right,  punished  when  we  make  a  mistake 

0 

Individual  rewards  for  individual  performance 

□ 

Individual  rewards  for  team/ organization  performance. 

□ 

Some  team-wide  rewards  and  some  individual  rewards. 

□ 

Teams  rewarded  for  team/  organization  successes  and  innovation. 

14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 


I  I  Motivates  by  fear. 

^  Work  benefits,  working  conditions,  job  security 

r~l  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
I  I  Awards,  job  titles,  pubHc  recognition 
I  I  Increase  in  authority,  growth  and  advancement 


15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

□  Authoritarian;  Attila  the  Hun  style;  management  directs, 

r~l  Use  of  selling  techniques 

^  Situational;  management  style  varies  with  situation 
I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 

I  I  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

I  I  All  decisions  and  problem  solving  are  made  at  the  top 

^  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

I  I  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 
□  Most  made  at  the  local  office  level 

I  I  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

I  I  Policy  manuals;  rule  &  regulations;  management  implemented 

^  Adherence  to  management s  plans  and  budgets 

I  I  Periodic  comprehensive  assessment  against  project  goals 

n  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

I  I  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

I  I  None.  We  do  it  only  if  we  want  it. 

I  I  Only  job  related;  management  authorized  selected  program  of  study 

^  Management  and  worker  select  program  of  study 

r~l  Some  not  directly  job  related;  management  and  worker  jointly  selects 
I  I  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

^  No 

[I]  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

□  No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known 
education  schedules. 

1^  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 
r~l  Fun  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

□  4-6 

^  7-10 

I  1  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  externai  competition  (for  funding)  /  external  market 
on  a  scale  from  1  -5? 

□  1 "  No  competition 

□  2 

lEl  3 

□  4 

I  I  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

ISI  3 

□  4 

□  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

■  n  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  comments  here 

■^->->Now  before  you  do  anything  else....  54 this  document! 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 


Stephen  Blake  at  steve  erin@msn.com 
Please  ensure  yom  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survg 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  stirvey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  tiie  sim^ey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY io  me  via  e-mail,  fax,  or  U.S.  Mail  (snad  mad). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
navigate  through  die  form,  "cUck"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready.. ..Set.. .GO!!!! 

1.  What  is  your  position  in  this  organization? 

□  Director,  Assistant  Director 

n  Division  Chief 

I  I  Team  Leaders 

^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

□  Less  than  1  year 

I  I  1-3  years 

□  4-6  years 

^  7-9  years 

r~l  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

I  I  Less  than  2  years 

r~1  3-5  years 

6-10  years 
r~l  11-15  years 

I  I  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

13  Core  Employee  working  within  the  Sensors  Directorate 

r~l  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

I  I  From  the  vertical  chain  of  command 

r~l  From  horizontal  project  teams 

13  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

I  I  Someone  within  your  work  group 

I  I  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

r~l  Someone  outside  your  division,  but  stiU  within  the  Sensor  Directorate 

^  A  completely  separate  organization;  outside  the  sensors  directorate 

does  your  immediate  work  group's  results  go? 

Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  cortunand,  but  still  within  your  division 
Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

□  Restricted  access 

I  I  Minimal  access 

I  I  Some  access 

I  I  Access  to  most 

1^  Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

I  I  It  doesn't  I  feel  like  a  mushroom. 

□  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

I  I  Some  formal  communications,  some  informal  from  other  sections,  newsletters 
^  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 

open  and  honest 

I  I  Always  open  and  honest;  communications  flow  easily  across  aU  sections,  up,  down,  and 
across  all  sections 

10.  Is  your  organization's  vision: 

I  I  Poorly  xmderstood?  —  Don't  understand  how  my  job  fits  into  flie  organization's  vision. 

r~1  Moderately  imderstood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

^  Well  understood?  -- 1  understand  our  vision  and  how  my  job  and  group  is  helping  to 
achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

I  I  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

I  I  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

^  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

I  I  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

I  I  No  risk  taking  here.  If  I  do,  if  s  resume  time. 

(3  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 
n  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

n  Negative  rewards  —nothing  when  we  do  right,  pimished  when  we  make  a  mistake 

[3  Individual  rewards  for  individual  performance 

r~l  Individual  rewards  for  team/  organization  performance. 

□  Some  team-wide  rewards  and  some  individual  rewards. 

I  I  Teams  rewarded  for  team/ organization  successes  and  innovation. 


7.  Where 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

I  I  Motivates  by  fear. 

n  Work  benefits,  working  conditions,  job  security 

r~l  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
I  I  Awards,  job  titles,  public  recognition 
^  Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

I  I  Authoritarian;  Attila  the  Him  style;  management  directs. 

I  I  Use  of  selling  techniques 

r~]  Situational;  management  style  varies  with  situation 

I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
^  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

I  I  AU  decisions  and  problem  solving  are  made  at  the  top 

I  I  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

□  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 

15^  Most  made  at  the  local  office  level 

I  I  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

□  Policy  manuals;  rule  &  regulations;  management  implemented 

r~l  Adherence  to  management s  plans  and  budgets 

^  Periodic  comprehensive  assessment  against  project  goals 

r~l  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

r~l  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

□  None.  We  do  it  only  if  we  want  it. 

I  I  Only  job  related;  management  authorized  selected  program  of  study 

^  Management  and  worker  select  program  of  study 

□  Some  not  directly  job  related;  management  and  worker  jointly  selects 

r~l  Direct  and  non-dtrect  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

^  No 

CH  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

r~l  No  support— numerous  work/school  conflicts.  Work  is  2issigned  despite  known 

education  schedules. 

I  I  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

^  Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

^  4-6 

□  7-10 

I~1  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  externai  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

I  I  1  -  No  competition 

□  2 

□  3 

ISI  4 

I  I  5  -  Veiy  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1  -  5? 

n  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

□  3 

13  4 

r~l  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

3  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

r~l  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  comments  here 

->->->Now before  you  do  anything  else....  document!^^^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  1  appreciate  your  candor!!!  Please  e-mail  the 
completed  siuvey  back  to  me  at  the  following  address; 


Stephen  Blake  at  steve  erin@msn.com 
Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  aU  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  wiU  be  used  to  analyze  your  orgeinization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Yoiu  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  dociunent  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  SnailMail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
navigate  through  the  form,  "cHck"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready.... Set... GO!!!! 


1.  What  is  your  position  in  this  organization? 

^  Director,  Assistant  Director 

r~l  Division  Chief 

I  I  Team  Leaders 

I  I  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

I  I  Less  than  1  year 

r~l  1-3  years 

□  4-6  years 

□  7-9  years 

^  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

I  I  Less  than  2  years 

r~]  3-5  years 

I  I  6-10  years 

r~l  11-15  years 

^  Greater  than  15  years 


4.  How  do  you  fit  into  the  Sensors  Directorate? 

^  Core  Employee  working  within  the  Sensors  Directorate 

r~l  Matrixed  out  of  the  directorate 


5.  Where  does  your  work  group  receive  funding  from? 

I  I  From  the  vertical  cheiin  of  command 

n  From  horizontal  project  teams 

13  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

I  I  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

^  A  completely  separate  organization;  outside  the  sensors  directorate 


7.  Where  does  your  immediate  work  group's  results  go? 

I  I  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

^  A  completely  separate  organization;  outside  the  sensors  directorate 


8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

r~]  Restricted  access 

□  Minimal  access 

□  Some  access 

□  Access  to  most 

^  Total  and  open  access 


9. 


How  does  communication  flow  within  your  organization? 


□ 

□ 

□ 


□ 


It  doesn't.  I  feel  like  a  mushroom. 

Formal  commvmications  down  the  chain  only  (policy  letters,  directives) 

Some  formal  communications,  some  informal  from  other  sections,  newsletters 
Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 


10.  Is  your  organization’s  vision: 

I  I  Poorly  understood?  —  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

^  Moderately  understood?  ~  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

□  Well  understood?  —  I  xmderstand  our  vision  and  how  my  Job  and  group  is  helping  to 

achieve  it. 


11.  How  does  your  organization  accomplish  organizational  goal  setting? 


I  I  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

r~1  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

^  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

□  Goals  developed  and  implemented  by  teams. 


12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

I  I  No  risk  taking  here.  If  I  do,  if  s  resume  time. 

I  I  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 
^  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 


13.  What  type  of  reward  system  is  used  in  your  organization? 

r~l  Negative  rewards —nothing  when  we  do  right,  punished  when  we  make  a  mistake 

I  I  Individual  rewards  for  individual  performance 

^  Individual  rewards  for  team/  organization  performance. 

I  I  Some  team-wide  rewards  and  some  individual  rewards. 

I  I  Teams  rewarded  for  team/  organization  successes  and  iimovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 


I  I  Motivates  by  fear. 

I  I  Work  benefits,  working  conditions,  job  security 

n  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
13  Awards,  job  titles,  public  recognition 

n  Increase  in  authority,  growth  and  advancement 


15.  What  is  the  dominant  ieadership  styie  used  to  get  work  done  in  your  organization? 

f~~|  Authoritarian;  Attila  the  Him  style;  management  directs. 

I  I  Use  of  selling  techniques 

13  Situational;  management  style  varies  with  situation 

I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
r~]  Participative  and  people  orientated,  listening  to  workers 


16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 


□ 

□ 


AU  decisions  and  problem  solving  are  made  at  the  top 

Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 

depends  upon  the  issue 

Most  made  at  ttie  local  office  level 

AU  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

3  Policy  manuals;  rule  &  regulations;  management  implemented 

□  Adherence  to  management  s  plans  and  budgets 

3  Periodic  comprehensive  assessment  against  project  goals 

I  I  Team  controUed  by  using  combination  of  milestones  generated  by  the  team  and  the 

organization 

3  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

□  None.  We  do  it  only  if  we  want  it. 

I  I  Only  job  related;  management  authorized  selected  program  of  study 

I  I  Management  and  worker  select  program  of  study 

□  Some  not  directly  job  related;  management  and  worker  jointly  selects 

3  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currentiy  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

□  No 

3  Yes 


20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

□  No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

3  Some  support.  Work  obligations  can  be  rearranged  if  necesstiry. 

|~]  Full  support.  Work  schedules  are  actively  arranged  aroimd  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

^  4-6 

□  7-10 

I  I  over  10 

22.  How  would  you  rate  your  Immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

r~l  1  -  No  competition 

□  2 

lEl  3 

□  4 

I  I  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

lEl  3 

□  4 

□  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

I  I  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

^  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  comments  here 

■^•^-^Now before  you  do  anything  else....  54  VIS’ this  document!^^^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  1  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 

Stephen  Blake  at  steve  erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Siirve^ 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
rehim  the  survey  DIRECTLYio  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready.. ..Set.. .GO!!!! 

1.  What  is  your  position  in  this  organization? 

□  Director,  Assistant  Director 

r~l  Division  Chief 

I  I  Team  Leaders 

^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

I  I  Less  than  1  year 

r~l  1-3  years 

^  4-6  years 

r~1  7-9  years 

I  I  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

r~l  Less  than  2  years 

I  I  3-5  years 

15^  6-10  years 

r~l  11-15  years 

I  I  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

I  I  Core  Employee  working  within  the  Sensors  Directorate 

^  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

r~l  From  the  vertical  chain  of  command 

I  I  From  horizontal  project  teams 

^  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□ 

Someone  within  your  work  group 

ISI 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

A 

□ 

Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

w 

□ 

A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

□ 

Someone  within  your  work  group 

ISI 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□ 

Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

□ 

A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 

competition,  corporate  values,  and/or  strategic  plans? 

□ 

Restricted  access 

□ 

Minimal  access 

Some  access 

□ 

Access  to  most 

□ 

Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

It  doesn't  I  feel  like  a  mushroom. 

□ 

Formal  communications  down  the  chain  only  (policy  letters,  directives) 

□ 

Some  formal  commimications,  some  informal  from  other  sections,  newsletters 

□ 

Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 

open  and  honest 

W 

□ 

Always  open  and  honest;  communications  flow  easily  across  all  sections,  up,  down,  and 

across  all  sections 

10.  Is  your  organization's  vision: 

□ 

Poorly  understood?  ~  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

IS! 

Moderately  understood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

□ 

Well  understood?  —  I  imderstand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

□ 

No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□ 

Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

13 

Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

□ 

Goals  are  developed  with  upper  management  and  some  worker  involvement 

□ 

Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

3 

No  risk  taking  here.  If  I  do,  it s  resume  time. 

□ 

Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it 

□ 

Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

□ 

Negative  rewards  —nothing  when  we  do  right,  prmished  when  we  make  a  mistake 

0 

13 

Individual  reweuds  for  individual  performance 

□ 

Individual  rewards  for  team/  organization  performance. 

□ 

Some  team-wide  rewards  and  some  individual  rewards. 

□ 

Teams  rewarded  for  team/  organization  successes  and  innovation. 

14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

Motivates  by  fear. 

Work  benefits,  working  conditions,  job  security 

Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
Awards,  job  titles,  public  recognition 
Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  styie  used  to  get  work  done  in  your  organization? 

^  Authoritarian;  Attila  tiie  Htm  style;  management  directs. 

□  Use  of  selling  techniques 

n  Situational;  management  style  varies  with  situation 
I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
I  I  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

I  I  AU  decisions  and  problem  solving  are  made  at  the  top 

^  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

I  I  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/ office  - 
depends  upon  the  issue 
I  I  Most  made  at  the  local  office  level 

I  I  AU  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

Policy  manuals;  rule  &  regulations;  management  implemented 
Adherence  to  management' s  plans  and  budgets 
Periodic  comprehensive  assessment  against  project  goals 

Team  controUed  by  using  combination  of  milestones  generated  by  tiie  team  and  ttie 
organization  o 

Self  control  by  using  organizational  values  and  work  ctdture 

18.  What  type  of  training  and  education  is  encouraged? 

^  None.  We  do  it  only  if  we  want  it. 

I  I  Only  job  related;  management  authorized  selected  program  of  study 

I  I  Management  and  worker  select  program  of  study 

I  I  Some  not  directly  job  related;  management  and  worker  jointly  selects 
I  I  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

^  No 

□  Yes 


20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 


□ 


□ 


No  support— numerous  work/  school  conflicts.  Work  is  assigned  despite  known 
education  schedules. 

Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

Full  support.  Work  schedules  are  actively  arranged  aroimd  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 
□  1-3 

CH  4-6 

□  7-10 

13  over  10 


22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

r~l  1  -  No  competition 

13  2 

□  3 

□  4 

n  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

13  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

□  3 

□  4 

I  I  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

None  /  not  applicable 
1-2 
3-5 
7-8 

Greater  than  8 

■-Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 


Please  type  additional  comments  here 


->->->Now  before  you  do  anything  else....  £4 KG' this  document! 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 


□ 


□ 

□ 

□ 


Stephen  Blake  at  steve  erin@msn.com 
Please  ensxue  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  wiU  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY io  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve  Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the 
mouse  to  navigate  through  the  form,  "cUck"  the  appropriate  answers.  Again,  thank  you 
for  your  time!!!  Ready. ...Set. ..GO!!!! 

1.  What  is  your  position  in  this  organization? 

[~~1  Director,  Assistant  Director 

I  I  Division  Chief 

□  Team  Leaders 

13  Team  members 

2.  How  tong  have  you  been  with  the  Sensor  Directorate? 

I  I  Less  than  1  year 

n  1-3  years 

3  4-6  years 

I  I  7-9  years 

I~1  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

r~l  Less  than  2  years 

r~l  3-5  years 

r~l  6-10  years 

3  11-15  years 

r~l  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

r~l  Core  Employee  working  within  the  Sensors  Directorate 

3  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

[~~l  From  the  vertical  chain  of  command 

n  From  horizontal  project  teams 

13  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□  Someone  within  your  work  group 

r~l  Someone  in  the  vertical  chain  of  command,  but  stfll  within  your  division 

r~l  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

^  A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

r~l  Someone  within  your  work  group 

I  I  Someone  in  the  vertical  chain  of  command,  but  stiU  within  your  division 

^  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

I  I  A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  externai 
competition,  corporate  values,  and/or  strategic  plans? 

r~l  Restricted  access 

I  I  Minimal  access 

^  Some  access 

□  Access  to  most 

n  Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

□  It  doesn't.  I  feel  like  a  mushroom. 

I  I  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

^  Some  formal  communications,  some  informal  from  other  sections,  newsletters 
I  I  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 

open  and  honest 

I  I  Always  open  and  honest;  commrmications  flow  easily  across  aU  sections,  up,  down,  and 
across  aU  sections 

10.  Is  your  organization's  vision: 

I  I  Poorly  imderstood?  —  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

n  Moderately  imderstood?  —  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

^  WeU  understood?  -- 1  imderstand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

r~l  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

r~l  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

I  I  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 
r~l  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

^  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

n  No  risk  taking  here.  If  I  do,  if  s  resume  time. 

(3  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

I  I  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

13  Negative  rewards  —nothing  when  we  do  right,  punished  when  we  make  a  mistake 

□  Individual  rewards  for  individual  performance 

n  Individual  rewards  for  team/ organization  performance. 

r~1  Some  team-wide  rewards  and  some  individual  rewards. 
r~|  Teams  rewarded  for  team/ organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

□  Motivates  by  fear. 

^  Work  benefits,  working  conditions,  job  security 

I  I  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
I  I  Awards,  job  titles,  public  recognition 

□  Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

r~l  Authoritarian;  Attila  the  Hun  style;  management  directs. 

r~l  Use  of  selling  techniques 

15^  Situational;  management  style  varies  with  situation 

I  I  Consistent  delegation  of  tasks  and  authority  to  get  it  done 

I  I  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

I  I  AH  decisions  and  problem  solving  are  made  at  the  top 

^  Mostly  a  centralized  core  make  tiie  decisions  and  do  the  problem  solving 

I  I  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 
I  I  Most  made  at  the  local  office  level 

I  I  All  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

n  PoHcy  manuals;  rule  &  regulations;  management  implemented 

^  Adherence  to  management's  plans  and  budgets 

I  I  Periodic  comprehensive  assessment  against  project  goals 

□  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

I  I  Self  control  by  using  organizational  values  and  work  cixlture 

18.  What  type  of  training  and  education  is  encouraged? 

^  None.  We  do  it  only  if  we  want  it. 

I  I  Only  job  related;  management  authorized  selected  program  of  study 

r~~l  Management  and  worker  select  program  of  study 

i~~l  Some  not  directly  job  related;  management  and  worker  jointly  selects 

r~]  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

^  No 

□  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

M  No  support— numerous  work/ school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

[~1  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 
n  Full  support.  Work  schedules  are  actively  arranged  arotmd  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

□  4-6 

^  7-10 

I  I  over  10 

22.  How  wouid  you  rate  your  immediate  work  group's  external  competition  (for  funding)  /  external 
market  on  a  scale  from  1  -  5? 

r~|  1  -  No  competition 

□  2 

□  3 

lEI  4 

I  I  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

lEI  3 

□  4 

I  I  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

r~l  None  /  not  applicable 

K  1-2 

□  3-5 

□  7-8 

I  I  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  comments  here 

-^-^-^Now  before  you  do  anything  else....  SA  VE  this  document!^^^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  stirvey  back  to  me  at  the  following  address: 

Stephen  Blake  at  steve  erin@msn,com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  aU  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY \o  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve  Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE 
ONE  BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the 
mouse  to  navigate  tiirough  the  form,  "click"  the  appropriate  answers.  Again,  thank  you 
for  your  time!!!  Ready. ...Set.. .GO!!!! 

1.  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

r~l  Division  Chief 

^  Team  Leaders 

I  I  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

r~l  Less  than  1  year 

r~1  1-3  years 

^  4-6  years 

n  7-9  years 

I  I  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

r~l  Less  ttian  2  years 

□  3-5  years 

r~l  6-10  years 

n  11-15  years 

^  Greater  tiian  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

I  I  Core  Employee  working  within  the  Sensors  Directorate 

15^  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

I  I  From  the  vertical  chain  of  command 

r~l  From  horizontal  project  teams 

^  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□ 

Someone  within  your  work  group 

□ 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

• 

□ 

Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

IE! 

A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

□ 

Someone  within  your  work  group 

□ 

Someone  in  the  vertical  chain  of  command,  but  stiU  within  your  division 

□ 

Someone  outside  your  division,  but  stiU  within  the  Sensor  Directorate 

A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  extemai 

competition,  corporate  vaiues,  and/or  strategic  plans? 

□ 

Restricted  access 

□ 

Minimal  access 

lEI 

Some  access 

□ 

Access  to  most 

□ 

Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

□ 

It  doesn't.  I  feel  like  a  mushroom. 

□ 

Formal  communications  down  the  chain  only  (policy  letters,  directives) 

□ 

Some  formal  communications,  some  informal  from  other  sections,  newsletters 

Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usuaUy 
open  and  honest 

• 

□ 

Always  open  and  honest;  commtmications  flow  easily  across  aU  sections,  up,  down,  and 
across  aU  sections 

10.  is  your  organization's  vision: 

□ 

Poorly  understood?  —  Don't  tmderstand  how  my  job  fits  into  the  organization's  vision. 

□ 

Moderately  imderstood?  ~  1  know  what  our  vision  is,  but  not  sure  about  my  role. 

WeU  imderstood?  -- 1  understand  our  vision  and  how  my  job  and  group  is  helping  to 
achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

□ 

No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□ 

Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

□ 

Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

Goals  are  developed  with  upper  management  and  some  worker  involvement. 

□ 

Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

□ 

No  risk  taking  here.  If  I  do,  if  s  resume  time. 

□ 

Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

lEI 

Definitely,  risk  taking  is  encouraged  and  promoted  by  tiie  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

□ 

Negative  rewards —nothing  when  we  do  right,  punished  when  we  make  a  mistake 

• 

lEI 

Individual  rewards  for  individual  performance 

□ 

Individual  rewards  for  team/ organization  performance. 

□ 

Some  team-wide  rewards  and  some  individual  rewards. 

□ 

Teams  rewarded  for  team/organization  successes  and  innovation. 

14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

Motivates  by  fear. 

Work  benefits,  working  conditions,  job  security 

Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
Awards,  job  titles,  public  recognition 
Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

n  Authoritarian;  Attila  the  Hvm  style;  management  directs. 

□  Use  of  selling  techniques 

1^  Situational;  management  style  varies  with  situation 
^  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
^  Participative  and  people  orientated,  listening  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

(~1  AU  decisions  and  problem  solving  are  made  at  the  top 

r~1  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

^  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 
I  I  Most  made  at  the  local  office  level 

r~l  AU  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

^  Policy  manuals;  rule  &  regulations;  management  implemented 

^  Adherence  to  managemenf  s  plans  and  budgets 

^  Periodic  comprehensive  assessment  against  project  goals 

n  Team  controUed  by  using  combination  of  milestones  generated  by  the  team  and  the 

organization 

^  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

r~l  None.  We  do  it  only  if  we  w£mt  it. 

r~l  Only  job  related;  management  authorized  selected  program  of  study 

I  I  Management  and  worker  select  program  of  study 

I  I  Some  not  directly  job  related;  management  and  worker  jointly  selects 
13  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

□  No 

3  Yes 

20.  is  (has)  management  supporting  (supported)  your  educational  goals? 

r~l  No  support— numerous  work/  school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

I  I  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

3  Full  support.  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

Kl  4-6 

□  7-10 

I  I  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external 
market  on  a  scale  from  1-5? 

□  1  -  No  competition 

□  2 

□  3 

lEl  4 

□  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

□  3 

S  4 

r~l  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

□  None  /  not  applicable 

El  1-2 

□  3-5 

□  7-8 

I  I  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  comment  here 


-^Now  before  you  do  anything  else. . . .  SA  VE  this  document!^  ^  ^ 


Thank  you  for  taking  the  time  to  complete  this  survey.  1  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 


Stephen  Blake  at  steve  erin@msn.com 
Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  wfll  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  tihe  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY  to  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erm@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  selecting  tfte  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready... .Set... GO!!!! 


1.  What  is  your  position  in  this  organization? 

□  Director,  Assistant  Director 

□  Division  Chief 

13^  Team  Leaders 

I  I  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

□  Less  than  1  year 

n  1-3  years 

□  4-6  years 

I  I  7-9  years 

^  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

□  Less  ttian  2  years 

r~l  3-5  years 

r~l  6-10  years 

I  I  11-15  years 

^  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

^  Core  Employee  working  within  the  Sensors  Directorate 

□  Matrixed  out  of  the  directorate 


5.  Where  does  your  work  group  receive  funding  from? 

^  From  the  vertical  chain  of  command 

r~l  From  horizontal  project  teams 

I  I  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

I  I  Someone  within  your  work  group 

□  Someone  in  tiie  vertical  chain  of  command,  but  still  within  your  division 

□  Someone  outside  your  division,  but  stiU  within  the  Sensor  Directorate 

^  A  completely  separate  organization;  outside  the  sensors  directorate 


does  your  immediate  work  group's  results  go? 

Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  stiU  within  your  division 
Someone  outside  yotir  division,  but  still  within  the  Sensor  Directorate 
A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  extemai 
competition,  corporate  vaiues,  and/or  strategic  plans? 

I  I  Restricted  access 

I  I  Minimal  access 

^  Some  access 

□  Access  to  most 

□  Total  and  open  access 


7.  Where 
□ 

□ 

□ 


9.  How  does  communication  flow  within  your  organization? 

I  I  It  doesn't  I  feel  like  a  mushroom. 

r~l  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

I  I  Some  formal  communications,  some  informal  from  other  sections,  newsletters 
[3  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 
open  and  honest 

□  Always  open  and  honest;  communications  flow  easily  across  aU  sections,  up,  down,  and 
across  aU  sections 

10.  Is  your  organization's  vision: 

I  I  Poorly  tmderstood?  —  Don't  tmderstand  how  my  job  fits  into  the  organization's  vision. 

^  Moderately  understood?  ~  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

I  I  Well  understood?  —  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 
achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

I  I  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

I  I  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

I  I  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

13  Goals  are  developed  with  upper  management  and  some  worker  involvement 
n  Goals  developed  and  implemented  by  teams. 


12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

□  No  risk  taking  here.  If  I  do,  it's  resume  time. 

^  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it 
r~l  Definitely,  risk  taking  is  encouraged  and  promoted  by  Ihe  organization. 


13.  What  type  of  reward  system  is  used  in  your  organization? 


□ 

□ 

□ 


Negative  rewards —nothing  when  we  do  right,  punished  when  we  make  a  mistake 
Individual  rewards  for  individual  performance 
Individual  rewcU’ds  for  team/  orgaiiization  performance. 

Some  team-wide  rewards  and  some  individual  rewards. 

Teams  rewarded  for  team/ organization  successes  and  innovation. 


14. 


How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

I  I  Motivates  by  fear. 

□  Work  benefits,  working  conditions,  job  security 

^  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
□  Awards,  job  titles,  public  recognition 

r~1  Increase  in  authority,  growth  and  advancement 


15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

r~]  Authoritarian;  Attila  the  Hun  style;  management  directs. 

r~|  Use  of  selling  techniques 

^  Situational;  management  style  varies  with  situation 
|~|  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
r~|  Participative  and  people  orientated,  listening  to  workers 


16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 


□  All  decisions  and  problem  solving  are  made  at  the  top 

I  I  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

^  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 

depends  upon  the  issue 
I  I  Most  made  at  the  local  office  level 

I  I  AH  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization's  requirements  (for  this  question,  select  all  applicable  responses)? 

I  I  Policy  manuals;  rule  &  regulations;  management  implemented 

□  Adherence  to  management  s  plans  and  budgets 

^  Periodic  comprehensive  assessment  against  project  goals 

I  I  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

I  I  Self  control  by  using  organizational  values  and  work  culture 


18.  What  type  of  training  and  education  is  encouraged? 

I  I  None.  We  do  it  only  if  we  want  it. 

^  Only  job  related;  management  authorized  selected  program  of  study 

n  Management  and  worker  select  program  of  study 

n  Some  not  directly  job  related;  management  and  worker  jointly  selects 
□  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

^  No 

n  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

n  No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

13  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

O  Full  support.  Work  schedules  are  actively  arranged  arotmd  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

^  1-3 

□  4-6 

□  7-10 

I  I  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1  -  5? 

I  I  1  -  No  competition 

□  2 

|g|  3 

□  4 

□  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

r~|  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 


n  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

□  None  /  not  applicable 

ISl  1-2 

□  3-5 

□  7-8 

[~~l  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest  Let'em  rip!!! 
Please  type  additional  comments  here 

->->->Now before  you  do  anything  else....  54 this  document!^^^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  1  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 

Stephen  Blake  at  steve  erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY io  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready... .Set... GO!!!! 


1 .  What  is  your  position  in  this  organization? 

□  Director,  Assistant  Director 

r~l  Division  Chief 

^  Team  Leaders 

I  I  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

r~l  Less  than  1  year 

^  1-3  years 

□  4-6  years 

I  I  7-9  yeeus 

I  I  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

n  Less  titan  2  years 

^  3-5  years 

r~l  6-10  years 

□  11-15  years 

r~l  Greater  than  15  years 


4.  How  do  you  fit  into  the  Sensors  Directorate? 

^  Core  Employee  working  within  the  Sensors  Directorate 

r~l  Matrixed  out  of  the  directorate 


5.  Where  does  your  work  group  receive  funding  from? 

^  From  the  vertical  chain  of  command 

I  I  From  horizontal  project  teams 

n  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

I  I  Someone  within  your  work  group 

I  I  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

^  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

I  I  A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

f~1  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

13  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

I  I  A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

I  I  Restricted  access 

n  Minimal  access 

□  Some  access 

□  Access  to  most 

3  Total  and  open  access 


9.  How  does  communication  flow  within  your  organization? 

□  It  doesn't.  I  feel  like  a  mushroom. 

I  I  Formal  commxmications  down  the  chain  only  (policy  letters,  directives) 

I  I  Some  formal  commxmications,  some  informal  from  other  sections,  newsletters 
3  Mostly  informed  and  open  in  and  between  sections;  flows  from  many  directions;  xisuaUy 
open  and  honest 

I  I  Always  open  and  honest;  commxmications  flow  easily  across  all  sections,  up,  down,  and 
across  all  sections 

10.  Is  your  organization’s  vision: 

I  I  Poorly  xmderstood?  —  Don't  xmderstand  how  my  job  fits  into  the  organization's  vision. 

I  I  Moderately  xmderstood?  —  I  know  what  oxir  vision  is,  but  not  sure  about  my  role. 

3  Well  xmderstood?  —  I  xmderstand  oxir  vision  and  how  my  job  and  group  is  helping  to 
achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

□  No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

n  Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 

I  I  Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

3  Goals  are  developed  with  upper  management  and  some  worker  involvement. 

□  Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

r~l  No  risk  taking  here.  If  I  do,  if  s  resume  time. 

□  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

3  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

[~~|  Negative  rewards  —nothing  when  we  do  right,  pxmished  when  we  make  a  mistake 

3  Individual  rewards  for  individual  performance 

n  Individual  rewards  for  team/  organization  performance. 

I  I  Some  team-wide  rewards  and  some  individual  rewards. 

□  Teams  rewarded  for  team/  organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 


□  Motivates  by  fear. 

^  Work  benefits,  working  conditions,  job  security 

r~|  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
rn  Awards,  job  titles,  public  recognition 

□  Increase  in  authority,  growth  and  advancement 


IS.  What  is  the  dominant  ieadership  styie  used  to  get  work  done  in  your  organization? 

r~|  Authoritarian;  Attila  the  Hun  style;  management  directs. 

n  Use  of  selling  techniques 

□  Situational;  management  style  varies  with  situation 
^  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
r~l  Participative  and  people  orientated,  listening  to  workers 


16.  How  are  decision  making  and  problem  solving  accompiished  in  your  organization? 

I  I  All  decisions  and  problem  solving  are  made  at  the  top 

□  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

^  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 
I  I  Most  made  at  the  local  office  level 

n  AU  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

n  Policy  manuals;  rule  &  regulations;  management  implemented 

□  Adherence  to  management' s  plans  and  budgets 

r~l  Periodic  comprehensive  assessment  against  project  goals 

1^  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 
organization 

I  I  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

I~]  None.  We  do  it  only  if  we  want  it. 

^  Only  job  related;  management  authorized  selected  program  of  study 

□  Management  and  worker  select  program  of  study 
r~1  Some  not  directly  job  related;  management  and  worker  jointly  selects 
I  I  Direct  and  non-direct  job  related;  selected  by  worker 


19.  Are  you  currentiy  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 


□  No 

^  Yes 


20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

I  I  No  support— numerous  work/ school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

r~l  Some  support.  Work  obligations  can  be  rearranged  if  necessary. 

^  Full  support.  Work  schedules  are  actively  arranged  aroimd  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

^  1-3 

□  4-6 

□  7-10 

I  I  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  externai  competition  (for  funding)  /  externai  market 

on  a  scale  from  1-5? 

□  1  -  No  competition 

^  2 

□  3 

□  4 

I  I  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

□  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

□  3 

M  4 

□  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

15^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

I  I  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest  Let'em  rip!!! 

I  enjoy  working  here.  I  feel  challenged  and  motivated. 

-^->-^Now  before  you  do  anything  else....  5.4 lathis  document!^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  1  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 


Stephen  Blake  at  steve  erin@msn.com 
Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Qreanizational  Assessment  Snrve 


(Estimated  time  to  complete:  10  minutes) 

The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportunities  for  improvement  in  how  yotir 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY io  me  via  e-mail,  fax,  or  US.  Mail  (snail  mail). 


Stephen  Blake 


Email 

Steve  Erin@msn.com 


Phone  Fax  Snail  Mail 

(256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 


Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
navigate  through  the  form,  "cUck"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready... .Set... GO!!!! 


1.  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

□  Division  Chief 

I  I  Team  Leaders 

^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

□  Less  than  1  year 

r~l  1-3  years 

r~l  4-6  years 

O  7-9  years 

^  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

I  I  Less  ttian  2  years 

r~~1  3-5  years 

□  6-10  years 

r~l  11-15  years 

5^  Greater  than  15  years 

4.  How  do  you  fit  into  the  Sensors  Directorate? 

^  Core  Employee  working  witiiin  the  Sensors  Directorate 

r~l  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

^  From  the  vertical  chain  of  command 

n  From  horizontal  project  teams 

I  I  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□ 

Someone  within  your  work  group 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

0 

□ 

Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

□ 

A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

□ 

Someone  within  your  work  group 

13 

Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

□ 

Someone  outside  your  division,  but  stiU  within  the  Sensor  Directorate 

□ 

A  completely  separate  organization;  outside  the  sensors  directorate 

8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 

competition,  corporate  values,  and/or  strategic  plans? 

□ 

Restricted  access 

□ 

Minimal  access 

13 

Some  access 

□ 

Access  to  most 

□ 

Total  and  open  access 

9.  How  does  communication  flow  within  your  organization? 

□ 

It  doesn't.  I  feel  like  a  mushroom. 

□ 

Formal  commvinications  down  the  chain  only  (policy  letters,  directives) 

13 

Some  formal  commimications,  some  informal  from  other  sections,  newsletters 

□ 

Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 

open  and  honest 

• 

□ 

Always  open  and  honest;  commxmications  flow  easily  across  aU  sections,  up,  down,  and 

across  aU  sections 

10.  is  your  organization's  vision: 

□ 

Poorly  imderstood?  ~  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

Moderately  imderstood?  ~  I  know  what  our  vision  is,  but  not  sure  about  my  role. 

□ 

Well  understood?  —  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it. 

11.  How  does  your  organization  accomplish  organizational  goal  setting? 

□ 

No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 

□ 

Goals  are  developed  at  tire  top  with  no  worker  involvement  and  downward  directed. 

□ 

Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

3 

Goals  are  developed  with  upper  management  and  some  worker  involvement. 

□ 

Goals  developed  and  implemented  by  teams. 

12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

□ 

No  risk  taking  here.  If  I  do,  iP s  resume  time. 

3 

Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 

□ 

Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 

13.  What  type  of  reward  system  is  used  in  your  organization? 

□ 

Negative  rewards— nothing  when  we  do  right,  punished  when  we  make  a  mistake 

% 

□ 

Individual  rewards  for  individual  performance 

3 

Individual  rewards  for  team/  organization  performance. 

□ 

Some  team-wide  rewards  and  some  individual  rewards. 

□ 

Teams  rewarded  for  team/  organization  successes  and  innovation. 

14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 


□  Motivates  by  fear. 

□  Work  benefits,  working  conditions,  job  security 

□  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
□  Awards,  job  titles,  public  recognition 

^  Increase  in  authority,  growth  and  advancement 


IS.  What  is  the  dominant  ieadership  style  used  to  get  work  done  in  your  organization? 

□  Authoritarian;  Attila  the  Hun  style;  management  directs. 

I  I  Use  of  selling  techniques 

I  I  Situational;  management  style  varies  with  situation 
^  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
I  I  Participative  and  people  orientated,  listening  to  workers 


16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 


□ 

□ 


All  decisions  and  problem  solving  cire  made  at  the  top 

Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/ office  - 

depends  upon  the  issue 

Most  made  at  the  local  office  level 

All  decisions  /  problem  solving  made  at  the  local  office  level 


17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

I  I  Policy  manuals;  rule  &  regulations;  management  implemented 

□  Adherence  to  management s  plans  and  budgets 

I  I  Periodic  comprehensive  assessment  against  project  goals 

^  Team  controlled  by  using  combination  of  milestones  generated  by  the  team  and  the 

organization 

I  I  Self  control  by  using  organizational  values  and  work  culture 


18.  What  type  of  training  and  education  is  encouraged? 

r~1  None.  We  do  it  only  if  we  want  it. 

^  Only  job  related;  management  authorized  selected  program  of  study 

r~l  Management  and  worker  select  program  of  study 
I  I  Some  not  directly  job  related;  management  and  worker  jointly  selects 
r~l  Direct  and  non-direct  job  related;  selected  by  worker 


19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 


^  No 

r~l  Yes 


20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

□  No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

13  Some  support.  Work  obligations  can  be  rearranged  if  necessary, 
n  Full  support.  Work  schedules  are  actively  arranged  aroimd  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

[3  4-6 

□  7-10 

I  I  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

I  I  1  -  No  competition 

□  2 

lEl  3 

□  4 

I  I  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

r~l  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 


□  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  people  report  to  you? 

^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

I  I  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 
Please  type  additional  comments  here 

“>Now  before  you  do  anything  else. ...  54  VE this  document! ^ ^  ^ 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  the  following  address: 

Stephen  Blake  at  steve  erin@msn.com 

Please  ensure  your  answers  are  saved  prior  to  sending.  Thank-you. 


Organizational  Assessment  Survey 

(Estimated  time  to  complete:  10  minutes) 


The  following  survey  will  be  used  for  an  academic  assessment.  A  third  party  will  evaluate  the  survey 
and  all  answers  will  be  kept  strictly  confidential.  Individual  survey  answers  will  be  grouped  to 
determine  trends.  These  trends  will  be  used  to  analyze  your  organization's  structure.  However,  NO 
INDIVIDUAL  SURVEY  DATA  WILL  BE  RELEASED,  so  please  answer  honestly.  This  survey  and  the 
resulting  analysis  are  an  attempt  to  help  identify  any  opportimities  for  improvement  in  how  your 
organization  is  structured.  Your  assistance  is  greatly  appreciated. 

At  the  end  of  the  survey,  an  additional  space  is  provided  for  comments,  clarifications,  or 
recommendations  to  improve  this  survey.  When  completed,  please  save  the  document  first,  and  then 
return  the  survey  DIRECTLY io  me  via  e-mail,  fax,  or  U.S.  Mail  (snail  mail). 

Email  Phone  Fax  Snail  Mail 

Stephen  Blake  Steve_Erin@msn.com  (256)  (256)  1321  Grande  View  Bvd  #2025 

461-9587  890-6608  HSV,  AL  35824 

Instructions:  There  are  24  questions  and  one  box  for  any  additional  comments.  Please  select  THE  ONE 
BEST  ANSWER  by  selecting  the  box  adjacent  to  the  desire  response.  Using  the  mouse  to 
navigate  through  the  form,  "click"  the  appropriate  answers.  Again,  thank  you  for  your 
time!!!  Ready.... Set... GO!!!! 


1.  What  is  your  position  in  this  organization? 

I  I  Director,  Assistant  Director 

□  Division  Chief 

I  I  Team  Leaders 

^  Team  members 

2.  How  long  have  you  been  with  the  Sensor  Directorate? 

I  I  Less  than  1  year 

□  1-3  years 

I  I  4-6  years 

I  I  7-9  years 

^  Greater  than  9  years 

3.  How  long  have  you  been  employed  by  the  federal  government? 

□  Less  than  2  years 

I  I  3-5  years 

Rl  6-10  years 

n  11-15  years 

I  I  Greater  than  15  years 


4.  How  do  you  fit  into  the  Sensors  Directorate? 

1^  Core  Employee  working  within  the  Sensors  Directorate 

□  Matrixed  out  of  the  directorate 

5.  Where  does  your  work  group  receive  funding  from? 

I  I  From  the  vertical  chain  of  command 

I  I  From  horizontal  project  teams 

^  From  agencies  outside  the  Sensors  Directorate 


6.  Where  does  your  immediate  work  group's  inputs  come  from? 

□  Someone  within  your  work  group 

□  Someone  in  the  vertical  chain  of  command,  but  still  within  your  division 

I  I  Someone  outside  your  division,  but  still  within  the  Sensor  Directorate 

13  A  completely  separate  organization;  outside  the  sensors  directorate 

7.  Where  does  your  immediate  work  group's  results  go? 

I  I  Someone  within  your  work  group 

3  Someone  in  tiie  vertical  chain  of  command,  but  still  within  your  division 

□  Someone  outside  your  division,  but  stiU  within  the  Sensor  Directorate 
I  I  A  completely  separate  organization;  outside  the  sensors  directorate 


8.  How  much  access  do  you  have  to  organization  information,  such  as  other  projects,  external 
competition,  corporate  values,  and/or  strategic  plans? 

r~l  Restricted  access 

I  I  Minimal  access 

^  Some  access 

I  I  Access  to  most 

□  Total  and  open  access 


9. 


How  does  communication  flow  within  . your  organization? 


I  I  It  doesn't  I  feel  like  a  mushroom. 

I  I  Formal  communications  down  the  chain  only  (policy  letters,  directives) 

3  Some  formal  communications,  some  informal  from  other  sections,  newsletters 
I  I  Mostly  informal  and  open  in  and  between  sections;  flows  from  many  directions;  usually 

open  and  honest 

I  I  Always  open  and  honest;  communications  flow  easily  across  aU  sections,  up,  down,  and 
across  all  sections 


10.  Is  your  organization’s  vision: 

I  I  Poorly  tmderstood?  ~  Don't  understand  how  my  job  fits  into  the  organization's  vision. 

3  Moderately  tmderstood?  -- 1  know  what  our  vision  is,  but  not  sure  about  my  role. 

I  I  Well  understood?  ~  I  understand  our  vision  and  how  my  job  and  group  is  helping  to 

achieve  it. 


11.  How  does  your  organization  accomplish  organizational  goal  setting? 


□ 

El 

□ 

□ 

□ 


No  goal  setting  accomplished.  Responses  are  reactionary  and  change  day  to  day 
Goals  are  developed  at  the  top  with  no  worker  involvement  and  downward  directed. 
Most  goals  are  top  down.  Little  worker  involvement  in  setting  goals. 

Goals  are  developed  with  upper  management  and  some  worker  involvement. 

Goals  developed  and  implemented  by  teams. 


12.  Do  you  feel  risk  taking  is  encouraged  in  your  organization? 

n  No  risk  taking  here.  If  I  do,  it' s  resume  time. 

□  Yes,  low  cost  risk  taking  is  tolerated,  but  the  organization  has  many  restrictions  on  it. 
13  Definitely,  risk  taking  is  encouraged  and  promoted  by  the  organization. 


13.  What  type  of  reward  system  is  used  in  your  organization? 


□ 

El 

□ 


Negative  rewards— nothing  when  we  do  right,  pimished  when  we  make  a  mistake 
Individual  rewards  for  individual  performance 
Individual  rewards  for  team/  organization  performance. 

Some  team-wide  rewards  and  some  individual  rewards. 

Teams  rewarded  for  team/  organization  successes  and  innovation. 


14.  How  does  your  organization  motivate  its  workers  (select  all  that  apply)? 

I  I  Motivates  by  fear. 

1^  W  ork  benefits,  working  conditions,  job  security 

[~l  Financial  rewards  tied  to  achieving  position  objectives  listed  in  job  description 
I  I  Awards,  job  titles,  public  recognition 
r~l  Increase  in  authority,  growth  and  advancement 

15.  What  is  the  dominant  leadership  style  used  to  get  work  done  in  your  organization? 

I  I  Authoritarian;  Attila  the  Hun  style;  management  directs. 

I  I  Use  of  selling  techniques 

I  I  Situational;  management  style  varies  witii  situation 
^  Consistent  delegation  of  tasks  and  authority  to  get  it  done 
I  I  Participative  and  people  orientated,  listerung  to  workers 

16.  How  are  decision  making  and  problem  solving  accomplished  in  your  organization? 

I  I  AH  decisions  and  problem  solving  are  made  at  the  top 

^  Mostly  a  centralized  core  make  the  decisions  and  do  the  problem  solving 

I  I  Some  decisions  and  solutions  made  centrally  and  some  made  by  local  level/  office  - 
depends  upon  the  issue 
I  I  Most  made  at  the  local  office  level 

I  I  AH  decisions  /  problem  solving  made  at  the  local  office  level 

17.  What  types  of  personnel  and  decision  systems  are  used  to  ensure  employee  compliance  with  the 
organization’s  requirements  (for  this  question,  select  all  applicable  responses)? 

^  PoHcy  manuals;  rule  &  regulations;  management  implemented 

□  Adherence  to  management  s  plans  and  budgets 

I  I  Periodic  comprehensive  assessment  against  project  goals 

^  Team  controHed  by  using  combination  of  milestones  generated  by  the  team  and  the 

organization 

n  Self  control  by  using  organizational  values  and  work  culture 

18.  What  type  of  training  and  education  is  encouraged? 

I  I  None.  We  do  it  only  if  we  want  it. 

r~l  Only  job  related;  management  authorized  selected  program  of  study 

r~l  Management  and  worker  select  program  of  study 

I  I  Some  not  directly  job  related;  management  and  worker  jointly  selects 

^  Direct  and  non-direct  job  related;  selected  by  worker 

19.  Are  you  currently  enrolled  in  or  participating  in  training  or  educational  classes  while  employed  with 
this  organization? 

^  No 

D  Yes 

20.  Is  (has)  management  supporting  (supported)  your  educational  goals? 

I  I  No  support— numerous  work/school  conflicts.  Work  is  assigned  despite  known 

education  schedules. 

13  Some  support.  Work  obUgations  can  be  rearranged  if  necessary. 
r~]  FuH  support  Work  schedules  are  actively  arranged  around  class  times. 


21.  How  many  are  people  are  in  your  immediate  work  group? 

□  1-3 

□  4-6 

^  7-10 

I  I  over  10 

22.  How  would  you  rate  your  immediate  work  group’s  external  competition  (for  funding)  /  external  market 
on  a  scale  from  1-5? 

I  I  1  -  No  competition 

□  2 

KI  3 

□  4 

r~l  5  -  Very  competitive 

23.  How  would  you  rate  the  cohesiveness  of  your  immediate  work  group  from  1-5? 

I  I  1  -  No  group  cohesion.  I  just  do  the  work  and  leave. 

□  2 

^  3 

□  4 

r~l  5  -  Much  sharing  of  info  and  resources  (i.e.  people  and  equipment) 

24.  How  many  peopie  report  to  you? 

^  None  /  not  applicable 

□  1-2 

□  3-5 

□  7-8 

r~1  Greater  than  8 

Please  provide  your  additional  comments.  Here's  your  chance  to  be  painfully  honest.  Let'em  rip!!! 

I  have  3-5  contractor  personnel  reporting  to  me,  but  no  government 

This  organization  is  hampered  by  the  funding process  through  BMDO.  It  makes  it  very  hard  to  be  a 
coordinated  entity  when  there  are  10-20  or  more  different  funding  agents  at  BMDO  for  our  group. 
Work  groups  oljectives  are  at  the  whim  of  the  BMDO  PI  and  not  Sensors  Directorate  management 
This  is  not  a  reflection  on  Sensors  leadership. 

Persormel  are  allowed  to  market  new  ideas  to  BMDO  and  other  agencies  and  these  activities  are 
coordinated  with  Sensors  leadership.  People  are  implicitly  encouraged  to  find  new  sources  of  funding, 
lam  not  sure  that  finding  new  funding  sources  to  1:1  replace  dwindling  sources  is  rewarded.  While  I 
do  not  know,  I  would  imagine  that  ^tablishing  entirely  new  efforts  or  greatly  increasing  funding  for 
existing  efforts  would  be  awarded. 

There  is  a  perception  that  other  areas  within  the  SMDC  TC such  as  the  Weapons  Directorate  give  much 
better  bonuses  to  their  persormel 

->->->Now before  you  do  anything  else. ...  S4 P^this  document! ^^4- 

Thank  you  for  taking  the  time  to  complete  this  survey.  I  appreciate  your  candor!!!  Please  e-mail  the 
completed  survey  back  to  me  at  tiie  following  address: 


Stephen  Blake  at  steve  erin@msn.com 


APPENDIX  B 


SUPPORTING  GRAPHS 


Fraction  Response 


Funding  Source 


Figure  B.1  -  Sensors  Directorate  perceived  funding  source. 


Information  Access 


Figure  B.2  -  Sensors  Directorate  employee  access  to  information. 


Fraction  Response  Rasponse 


Understanding  of  Sensors  Directorate's  Vision 


-  Understanding  of  Sensors  Directorate’s  vision. 


Rfsk  taking 
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No  risk  taking  Low  cost  risk  taking  is  tolerated  Risk  taking  is  encouraged  and  promoted 


Figure  B.4  -  Perceived  tolerance  to  risk  taking. 


Figure  B.6  -  Organizational  goal  setting. 


Fraction  Response 


Employes  Motivation 


Figure  B.7  -  Organizational  motivation  tools. 


Decision  makIng/Problem  solving 


Figure  B.8  -  Organizational  decision  making  and  problem  solving  techniques. 


Formality  of  Communication 


Figure  B.9  —  Organizational  conduits  for  communication. 


Control  Mechanism 


Figure  B.10  -  Control  mechanisms  employed  by  the  Sensors  Directorate. 
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Fraction  Response 


Rttward  system 
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Figure  B.11  -  Reward  system  employed  by  the  Sensors  Directorate. 
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